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ABSTRACT
A Survey of Southern Nevada Employers Regarding the Importance of SCANS
Workplace Basic Skills
by
Greg P. Richens
Dr. Clifford McClain, Examination Committee Chair 
Professor o f  Workforce Education 
University o f Nevada Las Vegas
This study utilized quantitative research methodology and incorporated a 
descriptive research design that described the perceptions of southern Nevada employers 
who responded to a survey regarding the importance of the workplace basic skills 
identified by the Secretary's Commission on Achieving Necessary Skills (SCANS) 
established by the U.S. Department of Labor. The study sought to determine whether the 
SCANS skills and competencies were perceived by responding employers as necessary for 
entry-level employment. Over 75 percent o f respondents to the survey essentially 
considered the SCANS skills and competencies as adequately identifying competencies 
and skills needed for entry-level employment in their respective business. However, the 
study revealed a notable difference between the specific SCANS skills employers regarded 
as needed for entry-level employment verses the SCANS skills employers perceived their 
entry-level employees as currently possessing.
U1
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An additional objective determined the extent to which respondents perceived the 
possession of SCANS skills and competencies among their entry-level employees effected 
productivity and profitability. Approximately 94 percent o f responding firms considered 
SCANS skills and competencies among their entry-level employees as important-to- 
necessary to their firm’s productivity and profitability.
The study further determined that a  statistically significant difference (p< .05) 
between the mean scores on a  standard scale of importance for SCANS skills existed 
between respondents in the retail trade sector and respondents from the finance, insurance 
and real estate sector. A statistically significant difference at the .05 level also existed 
between the retail trade sector and the service sector regarding the importance of SCANS 
skills and competencies. Finally, the study revealed that 68.7% of respondents have 
implemented their own workplace basic training programs within their own respective 
organizations.
IV
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CHAPTER 1 
INTRODUCTION
During the last two decades o f the twentieth century, a more knowledge-based 
economy has emerged (Barton, 1997) where traditional, centralized management practices 
have "rapidly become dysfunctional for meeting the challenges of the new era" (Wirth 
1992, p. 2). Gone are the days of Fredrick Taylor's system of technocratic control 
designed to discipline an ill-educated work force where the decree existed that workers 
were not supposed to think because others were paid to do the thinking (Postrel, 1998). 
“The future description of ‘job’ looks like this: job’ is an artifact of the industrial age and 
has been replaced by meaningful, market-driven work assignments in emergent post-job 
organizations” (Huey, 1994, p. 44). Attempts to apply methods designed by Taylor are 
"the wave of the lowbrow past, not the highbrow future" (Toffler, 1990, p. 77). 
"Nowadays, pretty much everyone gets paid for thinking " (Postrel, 1998, p. A5) and 
managers are becoming more dependent upon their employees for knowledge (Wirth, 
1992).
The new knowledge driven economy is changing the dynamics o f the workplace by 
challenging many deeply held assiunptions about the nature of work and how it should be 
organized (Postrel, 1998). Farrell, Palmer, and Browder (1998) submitted that "Clearly, 
the evolution of technology is transforming work at an astonishing rate" (p.75). The
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2increasing demand for higher level cognitive and interactive skills and the declining 
demand for motor skills are influenced by changes in technology at work (Howell and 
Wolff, 1992; Sum, Harrington, and Goedicke, 1986). This change requires a wider range 
of skills and greater work autonomy (Cappelli and Rogovsky, 1994; Kolde, 1991). There 
is even some evidence suggesting that employees who have higher skills may make it 
easier for companies to adopt new technology and otherwise innovate (Bartel and 
Sicherman, 1993). Nonetheless, the changing nature o f work is essentially demanding 
substantially more from employees than have historical arrangements (Cappelli, Bassi, 
Katz, Knoke, Osterman, and Useem, 1997). Unfortunately, Barton (1997) pointed out that 
the economy's accelerated need for more highly educated workers is not being met. 
Furthermore, Jaffe and Scott (1991) declared, the "skills for effectiveness in the new 
network organization are not the skills that made one effective in the stable hierarchy" (p. 
34).
Toffler (1990) maintained that the new knowledge economy is also having a major 
influence on wealth. "The most important economic development of our lifetime has been 
the rise of a new system for creating wealth, based no longer on muscle but on the mind" 
(p. 9). That wealth is being spread to those who possess the knowledge and skills 
necessary to compete in the new information society. For example, some research 
supports a strong relationship between student performance in school and ftitiue labor 
market outcomes (Bishop, Blakemore, and Low, 1985; Crawford, Johnson, and 
Summers, 1995; Griffin and Alexander, 1978; Meyer and Wise, 1982). In addition, 
others have suggested (Mumane and Levy, 1996; Hermstein and Miuray, 1994) that a 
mastery of basic cogititive skills plays a larger role in determining who will be able to find
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
3jobs that pay an essential middle-class wage. Contemporary society "is paying relatively 
more to better-educated people" (Hunt, 1995, p. 26) and some research has found 
(Viadero, 1998) that students who pass minimum-competency tests in high school earn 
more than graduates in schools that don't require such tests. Higher wages are reserved 
for those workers who possess the skills that help business and industry remain 
productive, competitive, and profitable in the new global marketplace (Belcher, 1987; 
Cappelli and Rogovsky, 1995; Gomes, 1998; Grub, 1992; Marshall and Tucker, 1992; 
Mumane and Levy, 1995; Pauly, Kopp, and Haimson, 1995). As a consequence, Toffler
(1990) argued that "Knowledge itself, therefore, turns out to be...the most important 
ingredient of force and wealth" (p. 18).
The concern with rapidly changing technologies and the resulting demand for 
equivalent worker knowledge presents a problem for employees who do not possess 
appropriate skills in today’s world of work (Gomes, 1998; Hull and Grevelle, 1998; Hunt, 
1995; Zuboff, 1988). "One study estimates that 60 percent of all jobs created by 2005 will 
require education beyond high school" and "Yotmg people will not be able to find jobs 
unless they are well-educated and skilled" (Joyce and Voytek, 1996, p. 32). Toffler (1990) 
further insisted that "With advanced technology spreading, unskilled and poorly educated 
workers are being squeezed out of their jobs in cutting-edge companies" (p. 211). 
Mumane and Levy (1996) predicted that as technology and the U.S. economy evolve, it 
will have consequences for workers who lack the "New Basic Skills" that were 
unnecessary for many good jobs 15 years ago (p. 50). Shapiro and Goertz (1998) stressed 
that “Students who are under prepared to fill jobs with greater skill requirements will be 
left with fewer and lower paying options” (p. 2). With new technology, there will be
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
4decreasing requirements for traditional workers, especially in the higher-paid technical and 
manufacturing job categories (Hunt, 1995; Reich, 1991). Moreover, the America's 
choice: High skills or low wages (1990) report mentioned that tasks previously completed 
by unskilled individuals will be performed by fewer, more skilled employees. Although 
not inevitable. Barton (1997) pointed out that the economic decline for non-college 
graduates is a reality and will likely continue.
Background o f the Problem 
There is a growing gap between the skills demanded of workers by the new 
economy and the skills available in the current labor force to meet those demands (Kolde, 
1991, p. 453). With the new knowledge economy changing the dynamics of the 
workplace, the issue of workforce competence has become a hotly debated issue (Hull, 
1995) and the gap between skills needed by employees and the skills workers bring to the 
workplace has become the subject of much controversy (Dole, 1989). The debate chiefly 
began with the publication of A Nation at Risk (National Commission on Excellence in 
Education, 1983). A substantial review and discussion involving the growing "skills gap" 
in the United States (Berryman and Bailey, 1992; O'Neil, 1992) intensified around the 
time of A Nation at Risk and has since received even more attention (Bassi, 1996; 
Cappelli and Rogovsky, 1995; Gomes, 1998; Hull, 1995; Hull and Grevelle, 1998; 
Mumane and Levy, 1996). Much of the early and current literature regarding workforce 
development supports the idea that a deficiency in basic skills exists among the American 
workforce (Barton, 1990; Bassi, 1996; Cappelli et. Al., 1997; Caraevale, et al., 1990; 
Mumane and Levy, 1995; Smith, (1996). But, Hanser (1995) asserted that the skills gap
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
5Still remains largely misunderstood and according to Natriello (1989), smdies involving 
the skills employers require are limited and have contributed only somewhat to our 
understanding of skill deficien t problems.
The core skills are those that will promote survival in the workforce in an 
expanding technological society (Pellegrino, 1988). But, Heath (1986) described literacy 
as having "different meanings for members o f different groups, with a corresponding 
variety of acquisition modes, functions, and uses" (p. 25). Furthermore, many business 
and industry representatives are not generally aware of a specific definition of workplace 
literacy, nor is there consistent agreement among occupational experts relative to the 
identification of a suitable set of workplace basic skills (Hanser, 1995). The lack of a 
fundamental, congruous definition of workplace literacy and the precise identification of 
such skills presents a problem for those who try to make some sense out of its essential 
meaning (Darrah, 1991; Hull, 1995; Simon, 1983). Speimer (1985) argued that an 
understanding of workplace skills “depends on the ways in which bureaucracy and 
workplace interaction define the job” (p. 135) and Hanser (1995) added emergent tasks 
change the requirements of the job. With an ambiguous and inconsistent definition and 
identification of workplace basic skills among the adult workforce (Hull, 1995), what, 
then, are necessary basic skills and how should they be identified?
Identifying the critical basic skills for the 1990s “must be the foundation of 
training and educational programs for workers in the next decade" (Saveri, 1991, p. 150). 
However, it is almost impossible to develop proper workplace basic skills training and 
applicable education programs without an essential identification, definition, and 
agreement of the relative skills in question (Darrah, 1991). Without knowing what
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
6employers expect from applicants, it is difficult to know whether complaints are more, or 
possibly less significant than those at other times (C^pelli et al., 1997, p. 157). As Joyce 
and Voytek (1996) asked, "How can educators prepare yotmg people for the workplace 
when employers can't agree on the skills they want workers to possess?" (p. 31). Until we 
begin to determine more precisely what skills are important in the workplace, the issue 
will continue to remain largely misimderstood (Hull, 1995).
Researchers have attempted to solve the problem of inconsistent definitions and 
agreement with respect to the importance o f worlq)lace basic skills by repeatedly asking 
employers what they want. On a national level, the America's Choice: High Skills or Low 
Wages (1990) report, and The Essential Skills Emplovers Want (Camevale, Gainer, and 
Metzer, 1990) publication have both involved a concerted effort to identify the skills 
employers require. But, perhaps the most extensive attempt to date to identify workplace 
basic skills included the work of the Secretary's Commission on Achieving Necessary 
Skills (SCANS, 1991) established by then United States Secretary of Labor, Elizabeth 
Dole. The SCANS Commission, composed of 30 representatives of education, business, 
labor, and state government was charged with defining a common core of skills that 
constitute job readiness in the current economic environment (SCANS, 1991). 
Specifically, the SCANS report defined the basic skills needed for employment by 
identifying five workforce competencies necessary for effective work. They include 
resources, interpersonal skills, information, systems, and technology. The SCANS report 
also identified essential foimdation skills that fall into three domains. These domains 
include: basic skills—reading, writing, speaking, listening, and knowing arithmetic and 
mathematical concepts; thinking skills—reasoning, making decisions, thinking creatively.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
7solving problems, and knowing how to learn; and personal qualities—responsibility, self­
esteem, sociability, self-management, integrity, and honesty.
Statement of the Problem
Despite some disagreement over the relevance of these skills (Samuelson, 1991), 
the SCANS (1991) report remains a recognized national benchmark by which most 
workplace basic skills are defined. However, in addition to what some contend as already 
"incomplete, and misleading" (Hull, 1995, p. 2), the research regarding workplace basic 
skills appears merely to have resulted in the creation of national lists which may be limited 
in application to certain occupations and specific parts of the coimtry (Sanchez, 1996). The 
SCANS report and the representative literature fail to point out the regional differences 
that exists among the workforce throughout the United States. Cappelli et al., (1997) also 
added that many surveys differ in focus and scope and have been designed with a 
somewhat different emphasis (p. 172). Trying to understand basic skills and how they 
relate to existing knowledge is already problematic (Martin and Beach, 1990). Moreover, 
trying to understand basic skill requirements in a regional context, if available workplace 
basic skill definitions are based upon national benchmarks, appears to this researcher to be 
even more problematic.
With this in mind, questions that arise include the following: Are the various 
workplace basic skills identified throughout the literature such as those described in the 
national SCANS (1991) report necessary for entry-level employment in Southern Nevada 
businesses? Do employers in the Southern Nevada region have different perceptions of the 
importance of SCAN (1991) skill requirements and competencies for their entry-level
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
8employees? C ^pelli and lannozzi (1995) stated that “to locate the source of the skills gap 
in the American landscape, it is necessary to consult a map drawn by employers” (p. 2). 
Furthermore, the American Business Conference (n.d.) called on business to identify and 
communicate the skills standards needed by employees to succeed in tomorrow’s 
workplace. Likewise, SCANS (1991) further challenged us to "test their conclusions" 
regarding the common core of skills that constitute job readiness in the current economic 
environment (p. ix). A “more direct way to learn about the demand for workers’ skills is 
to ask employers directly about the skills they need " (Cappelli et al., 1997, p. 157).
Purpose of the Studv
Ramakka (1997) discovered that Nevada “employers clearly have encountered 
detrimental effects of inadequate basic skills in the workplace” but “71% of all 
respondents [to her siuwey] agreed that their employees’ reading, writing, mathematics, 
speaking and listening skills were generally adequate for their current job” (p. iv). This 
study did not focus upon whether Nevada employers agree upon a set of uniformly 
accepted and necessary workplace basic skills. Although the study mentioned SCANS
(1991) as a benchmark by which workplace basic skills and competencies are generally 
defined, the study did not seek to specifically validate the importance or verify the 
applicability of the SCANS general workplace skills among Southern Nevada employers. 
Nor did the study seek to determine whether Nevada employers consider SCANS skills as 
necessary skills for entry-level employment.
The primary purpose of this study was to describe the perceptions of Southern 
Nevada employers concerning the workplace basic skills and competencies identified by
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9the Secretaries Commission on Achieving Necessary Skills (SCANS, 1991) and determine 
whether those skills were perceived to be necessary for entry-level employment. Its 
purpose was also to determine whether Southern Nevada businesses considered each of the 
SCANS (1991) skills and competencies as adequately identifying the competencies 
necessary for entry-level employment in their respective organizations. An additional 
objective determined whether Southern Nevada business representatives perceive their 
entry-level employees as sufficiently possessing SCANS (1991) skills and competencies 
and whether they considered these skills as necessary to their firm’s productivity and 
profitability. Finally, ± e  purpose o f the study was designed to determine whether there is 
a difference in the importance of SCANS skills and competencies based upon size and 
industrial classification of firms and the extent to which Nevada employers have 
implemented their own workplace basic training programs.
Definition o f Terms
Entrv Level Emplovees: For the purpose of this study, and because of the various 
meanings of entry-level employment, the definition of an entry-level employees has been 
left up to the responding employer to the survey to define and determine. However, entry- 
level employees generally includes those employees that are recent high school graduates 
hired as new entrants into the workforce at an entry level wage in a beginning level 
position.
SCANS: The Secretary's Commission on Achieving Necessary Skills instimted by 
the United States Department of Labor in 1991 charged with identifying and defining a 
common core of skills that constitute job readiness in the current economic environment.
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SIC Code Classification: The standard classification code of an establishment on a 
division, a two-digit, a three-digit, and a four-digit basis according to the establishment's 
primary activity. For a detailed explanation o f the classification code, one should consult 
The Standard Classification Manual prepared by the U.S. Office of Management and 
Budget.
Unskilled Jobs: Jobs for which previous specialized training would not be required 
for initial hiring.
Workplace Basic Skills: For the purpose of this study, workplace literacy, 
workplace basic skills, and workplace competency will constitute proficiency in the three 
part foundation skills (Basic, Thinking, Personal) and the five basic competencies 
(Resources, Interpersonal, Information, Systems, Technology) foimd in the 1991 
Secretary's Commission on Achieving Necessary Skills (SCANS) report.
Southern Nevada Fmplovers: A broad inclusion of all entities generally thought of 
as "businesses" in the private and public sectors in and around Clark Coimty Nevada.
Significance o f the Studv
If it can be determined that employers in Southern Nevada believe the skills 
identified in the national SCANS report are prerequisites for entry-level employment, it 
will assist in the development of relative educational curriculum that will aid Southern 
Nevada students in their transition from school to work. Determining the components of 
workplace basic skills will help educators gain a better understanding of employer's needs 
and further the ability of education and training institutions to deliver what they require 
(Joyce and Voytek, 1996). Since researchers have foimd a positive correlation between the
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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basic skills of a firm's workforce and its ability to improve productivity (Joyce and 
Voytek, 1996), businesses are more than likely to benefit from such an endeavor. The 
development of workplace basic curriculiun enhanced by employer input could also better 
assist students in their transition from school to work.
Conceptual Framework 
Today, many classifications can be found hi the literature clarifying different 
conceptions of knowledge. However, the concept of knowledge during the 20* centiuy has 
frequently been dominated with debate regarding bridging the gap between theory and 
practice with abstract knowledge considered to be of a higher standing and of more value 
than concrete skills (Kessels and Korthagen, 1996). This controversy dates back twenty- 
five centuries ago to the debate between Plato's "episteme " verses Aristotle' "phronesis" 
and has been analyzed, as Kessele and Korthagen (1996, p. 17) pointed out, in such fields 
as education (Schoen, 1987; Fenstermacher, 1979), anthropology (Geertz, 1983), 
epistemology (Rorty, 1980; Toulmin, 1990; Lyotard, 1979) and ethics (Nussbaum, 1986). 
The historical distinction between knowledge as episteme (expert knowledge or theory) 
and knowledge as phronesis (practical prudence or complex understanding) is still unclear 
and continues to be a major cause of ineffective approaches to education (Kessels and 
Korthagen, 1996).
Packer and Pines (1996) declared that many traditional educational practices focus 
on contrived applications of academic material that are never encountered in the 
workplace. Programs that integrate academic and work related education and improve 
academic content of both are considered by many to help prepare students more broadly
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for employment (Berryman and Bailey, 1992; O’Neil, 1992; Stasz et al., 1996). This 
integration includes a  shift away from teaching specific facts and procedures to contextual 
learning and teaching more general practical skills, including complex reasoning abilities 
and widely useful attitudes and work habits (Resnick, 1987; Rosenstock, 1991; Stem and 
Nakata, 1989).
Merton (1957) defined Thorstein Veblen's concept of "trained incapacity" as a 
situation where "actions based upon training and skills which have been successfully 
applied in the past may result in inappropriate responses under changed conditions" (p. 
198). With the new organization faced with the daunting task of competing in an age of 
rapidly changing technological conditions, workers need not only theoretical knowledge, 
but also practical skills that allow them to imderstand complex new work systems. Having 
theoretical knowledge is not enough (Aristotle, 1975). In order for workers to avoid a 
situation of "trained incapacity" in a world of fast changing technologies and 
appropriately respond to the technological demands of work, it requires an Aristotelian 
"understanding of both kinds; knowledge of particular facts and a grasp of generalities" 
(Kessels and Korthagen, 1996, p. 19). The important question that remains, however, is 
what constitutes adequate workplace basic skills allowing for both an understanding of 
particular facts and a grasp of generalities on the job? Joyce and Voytek (1996) answered 
this question by declaring "There is no better way of ensuring that yotmg people attain the 
right skills than asking local employers about the skill requirements of their firms" (p. 44).
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Research Questions
This quantitative, descriptive research design answered the following questions 
taken from a sample o f employers in southern Nevada:
1- Do Southern Nevada employers consider the workplace basic skills and 
competencies identified by the Secretaries Commission on Achieving Necessary Skills 
(SCANS, 1991) to be necessary skills and competencies for entry-level employment?
2- Do the workplace basic skills and competencies identified in the SCANS (1991) 
report adequately identify the skills necessary for entry level employment in Southern 
Nevada Businesses?
3- Do Southern Nevada employers perceive their entry-level employees as 
sufficiently possessing the skills and competencies identified in the SCANS (1991) report?
4- How important are the SCANS (1991) workplace basic skills and competencies 
among entry-level employees to a firm’s productivity in Southern Nevada?
5- How important are the SCANS (1991) workplace basic skills and competencies 
among entry level employees to a firm’s profitability in Southern Nevada?
6- Have business and industry in Southern Nevada implemented their own 
workplace basic skills training programs?
7- Is there a significant difference in the importance of SCANS skills and 
competencies among Nevada firms based upon size in terms of the number o f employees?
8- Is there a significant difference in the importance of SCANS skills and 
competencies among Nevada firms based upon and industrial classification?
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Limitations
The results of the study may have been affected by the following limitations:
1- Studying the perceptions of southern Nevada employers regarding the 
importance of SCANS workplace basic skills was restricted to the geographic boundaries 
of Clark County and can only be generalized to employer respondents. Thus, the 
generalizabiliQf of the Gndings to all southern Nevada, regional, and national employers is 
limited.
2- The study is also limited in that the response rate was less than 100 percent 
based upon the willingness of businesses to respond to the survey. Moreover, the survey 
may not have reached intended human resource managers or company managers. This 
may have created a limitation where the true opinions of the company may not have been 
adequately represented.
3- It is further possible that respondents may have had pre conceived notions about 
the much advertised "skills gap" and the educational ability of current high school 
graduates, thus limiting the objectivity of the respondent. Consequently, the findings of 
this study may be subject to other interpretations.
4- A fourth limitation involves respondents being forced to choose from among the 
alternatives provided in the survey instrument, which may have limited the quality of 
information that they were able to provide. However, the method of this particular study 
did not focus on aspects of qualitative research.
Delimitations
This study was narrowed in scope and was confined to Southern Nevada
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employers. Company representatives were asked to respond to a descriptive survey 
composed of questions involving the importance o f  the SCANS (1991) basic skills and 
competencies to entry-level employment in Southern Nevada firms.
Assumptions
The following assumptions were made in conducting this study:
1- Questions on the instrument elicited appropriate information with respondents 
possessing accurate knowledge about the characteristics of their company.
2- Respondents in the respective, surveyed firms understood the questions, had
adequate knowledge about the firm, and answered all items honestly.
3- Because of a random sampling, responses were representative of southern 
Nevada businesses and the information can be generalized to the responding businesses in 
the southern Nevada region.
4- It is assumed that respondents understood the definition of entry-level
employment as it appUed to their respective organization.
Research and Design Methodoloev
This study incorporated quantitative research methodology with a descriptive 
research design in its analysis of siuwey responses from Southern Nevada employers that 
determined whether the workplace basic skills identified in the SCANS (1991) report are 
necessary skills for entry level employment in Southern Nevada firms. Gay (1996) pointed 
out that "one common type of descriptive research involves assessing attitudes or 
opinions'" and "are typically collected through a questiotmaire survey " (p. 14). As in this
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case, a "descriptive research design is appropriate when the purpose of your study is to 
create a detailed description of a phenomenon: for example people's opinions about 
educational issues" (Gall, Borg, and Gall, 1996, p. 371). Furthermore, the descriptive 
method is the most basic o f the quantitative research methods and "involves describing 
characteristics of a particular sample of individuals" (p. 373).
The instrument chosen to collect the desired information included a mail survey 
developed by the researcher. Gay (1996) explained that a  survey is an attempt to collect 
data from members of a population in order to determine the current status of that 
population with respect to one or more variable, (p. 286). The survey method was chosen 
because surveys "are used frequently in business, politics, government, sociology, public 
health, psychology, and education because accurate information can be obtained for large 
numbers of people" and "are adaptable to a wide range o f uses" (McMillan and 
Schumacher, 1997, p. 296). Furthermore, direct measures are considered to be valid 
procedures for understanding job skills (Speimer, 1990, p. 414).
Although SCANS (1991) challenged researchers to “test their conclusions” and 
“verify the applicability” of SCANS workplace skills (p. ix), they did not provide the 
community with the methodology or instrument to do so. Since one is generally asking 
questions that have not been asked before, a descriptive study requires the development of 
an instrument appropriate for the desired information (Gay, 1996, p. 286). Consequently, 
a survey instrument was developed to measure employer's attitudes with respect to 
workplace basic skills.
The survey was conducted according to the steps outlined in McMillan and 
Schumacher (1997). This method involves defining purpose and objectives, selecting a
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target population, developing techniques for gathering data, sampling, and creating a 
proper letter of transmittal. Content validity was addressed by presenting the survey at a 
School-to-Careers steering committee for the Southern Nevada Regional Partnership in 
Las Vegas for validation. The steering committee was asked to comment on whether there 
were any difficulties understanding the survey questions and if the questions were 
appropriate with respect to obtaining suitable information regarding workplace basic skills. 
The SchooI-to-Careers steering committee is made up o f 40 members from education and 
private sector representatives firom business and industry in Southern Nevada. This 
process was necessary in order to obtain a degree of consensus fi'om a heterogeneous 
group of workplace experts in the field.
The population under consideration for this study included private sector firms in 
Southern Nevada which employ from one to 249 employees. Employers were selected 
from the Southern Nevada Business Directory developed by the Center for Business and 
Economic Research (1998) at the University o f Nevada Las Vegas. The database includes 
firms located in Southern Nevada listed by Standard Industrial Classification (SIC) code 
and is current as o f February 1998. The database obtained from the Center for Business 
and Economic Research contains approximately 23,751 addresses divided into the 10 
major SIC code classifications and employment codes. The employment code arranges 
businesses in terms o f size according to the number o f  employees working at each firm. 
Based upon the ten SIC classification categories, a 20% stratified random sample o f the 
firms in each category were selected to receive the siurvey.
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Sum m ary
This chapter provided an introduction to the proposed research. It was noted that 
the knowledge driven economy has changed the dynamics of the workplace (Postrel, 
1998) and is demanding substantially more from employees than have historical 
arrangements (Cappelli, Bassi, Katz, Knoke, Osterman, and Useem, 1997). It was further 
noted that the concern with rapidly changing technologies and the resulting demand for 
equivalent worker knowledge presents a problem for employees who do not possess 
appropriate skills in today's world of work (Himt, 1995; Zuboff, 1988). The gap between 
skills needed by employees and the skills workers bring to the workplace is growing and 
has become the subject of much controversy (Dole, 1989; Kolde, 1991). Notwithstanding 
the debate, the lack of a fundamental, congruous definition of workplace literacy and the 
precise identification of basic skills creates a problem for those who try to make some 
sense out of its essential meaning (Darrah, 1991; Hull, 1995; Simon, 1983). Although the 
work of the Secretary's Commission on Achieving Necessary Skills (SCANS, 1991) 
attempted to identify a set of workplace basic skills, there remains some disagreement 
over the relevance of these skills (Samuelson, 1991).
It was also pointed out that identifying the critical basic skills for the 1990s “must 
be the foundation o f training and educational programs for workers in the next decade" 
(Saveri, 1991, p. 150). However, it is almost impossible to develop proper workplace 
basic skills training and applicable education programs without an essential 
identification, definition, and agreement o f the relative skills in question (Darrah, 1991). 
As a result, a descriptive study seeking to answer the question o f  whether Southern 
Nevada employers perceive the workplace basic skills identified in the SCANS (1991)
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report as necessary for entry-level employment among their respective organizations was 
introduced.
This chapter also presented the specific research questions that will be addressed in 
an employer survey developed for Southern Nevada firms. A discussion involving the lack 
of an available instrument and the subsequent development o f a suitable questionnaire for 
use in the study was also presented. A brief discussion of the limitations, delimitation’s, 
the assumptions associated with the research and methodology was also introduced.
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CHAPTER 2 
UTERATURE REVIEW 
Introduction
The “literature analyzing changes in skill requirements [for the workplace] goes 
back at least to Adam Smith” (Cappelli et al., 1997, p. 154). Although not a new concept, 
the skills gap and the significance of workplace basic skill proficiency is becoming a 
problematic educational and economic topic and appears to be demanding more attention 
today than it has in the past (Cappelli and Rogovsky, 1995). As quoted in Kolde (1991), 
Thomas Bailey of the National Center on Education and Employment stated that “A new 
generation of research suggests that jobs of the future will require more skill and 
education, not less (p. 453). However, in general, “companies report that only about 50 
percent of recent high school graduate applicants are qualified for entry-level positions” 
(Cappelli et al., 1997, p. 157). Prowse (1992) noted that because of the dynamics of 
today’s mutable economy and changing workforce, workplace skill deficiencies continue 
in excess and chronic instability.
The literature base on workplace literacy continues to develop at an imprecedented 
pace and as of March 1995, the ERIC database contained over 900 items indexed with the 
term "workplace literacy" (Imel, 1995). This literature review is not intended to re hash
20
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old arguments about an unqualified verses a qualified workforce. Rather, it is intended to 
examine the current status of knowledge as it relates to the ostensible skills gap, the 
problems associated with skill deficiencies, and how workplace basic skills are defined and 
interpreted by different occupational experts. Understanding what we know about how 
jobs are changing and how the skills of the workforce are developing help drive public 
attimdes toward education policy (Cappelli et al., 1997, p. 154).
A review of some of the available figures, trends, statistics, and demographic data 
relating to education and the changing nature of work in America will be introduced in this 
review. The position that workplace literacy skills among American workers extend 
beyond simple reading, writing and math skills will also be examined followed by an 
exploration of the various definitions of “workplace literacy” from both an industry and 
academic perspective. Moreover, a review of what many contend to be consequences of 
the skills gap and the apparent components that serve to perpetuate workplace basic skill 
deficiencies will likewise be presented. The review will conclude with what some consider 
as possible answers to the growing problems and concerns with workplace literacy 
shortages.
The Skills Gap
There is a body of data that suggests the skills required for successful job 
performance do not equal the demographic makeup of the workforce (Cappelli and 
Rogovsky, 1995; Cappelli and lannozzi, 1995; Gomes, 1998; Hanser, 1995; Hull and 
Grevelle, 1998). Kolde (1991) acknowledged that there is a growing gap between the 
skills demanded by the new economy and the skills available to meet those demands (p.
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453). Ray and Mickelson (1993) argued that the structural changes in the U.S. economy 
have had a negative impact on student motivation and have shaped the current crisis in 
U.S. education. But, some have said that the case for rising skill requirements creating the 
skills gap may be overstated (Mishel and Teixera, 1991). However, Cappelli (1993) found 
that skill requirements are rising in many areas and Benunan, Bound, and Griliches (1993) 
noted that employment in U.S. manufacturing has shifted toward higher skills. Cappelli 
and O’Shaughnessey (1995) further suggested that restmcturing is influencing skill 
requirements inside organizations.
Based upon the Hudson Institute's Workforce 2000 report, the United States is 
experiencing a growing mismatch between job skill requirements and the available pool of 
workers (DOE and DOL, 1988). Brustein and Mahler (1994) and organizations such as 
the National Governors Association (1994) have contend that the United States is falling 
behind because it is failing to provide adequate preparation for most new entrants to the 
workplace. Employers often find high school graduates deficient in workplace literacy 
skills, even though the schools have seen fit to graduate them (Policy Information Center, 
1990). Time magazine (as reported in Gorman, 1988) annoimced that as much as a  quarter 
of the American labor force lack the basic reading, writing, and math skills necessary to 
perform in an increasingly complex job market. O'Connor (1993) indicated some 40 
million adults lack proficiency in basic work skills and Baloun (1995) further explained 
that the mismatch between worlq)lace requirements and the skills of entry-level workers is 
continuing to grow. "In general, companies report that only about 50 percent o f recent 
high school graduate applicants are qualified for entry-level positions (Cappelli et al., 
1997, p. 157).
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In addition to workplace illiteracy, the Educational Testing Service (ETS) 
conducted an extensive survey in 1992 involving general adult literatty and found that 
almost half the population performed at levels where they could not use information in a 
creative or integrative way (Kirsch et al., 1993). Available data in the 1980’s showed 
there were about 27 million Americans who were functionally illiterate and unable to use 
basic reading, writing and computation skills to do daily tasks (Rampton, 1990). In 1993, 
the National Adult Literacy Survey (Educational Testing Service, 1993) revealed that 23 % 
of the population demonstrated minimal literacy ability and only 3% to 4%  had the ability 
to complete long and complex literacy tasks. According to Gordon, Ponticell, and 
Morgan, (1991), about 2.3 million Americans are added to the U.S. pool of the 
functionally illiterate every year, including 1 million high school dropouts and 1.2 million 
legal and illegal immigrants. Moreover, 30 percent of welfare recipients have basic skills 
below those of the minimum skill level o f all women in the lowest occupational skill areas 
(Cohen et al., 1994).
The problem of illiteracy appears to be growing among the younger population. 
Evidence from the ETS survey showed a "deterioration in skills of the groups containing 
younger entrants to the workforce" (Hunt, 1995, p. 27). Mullins (1994) reported more 
than half of the nation's 17-year olds do not read well enough to find, understand, 
summarize, and explain relatively complicated information, nor can they compute with 
fractions, decimals, percentages, or recognize geometric figures and solve simple 
equations. In addition, the National Center for Education Statistics (1992) showed that the 
United States does not do very well internationally in mathematics when compared with 
13-year-olds from other countries. Among eight countries surveyed, the U.S. tied for last
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place with Spain on a standard math test. Korea, Taiwan, the Soviet Union, France 
Canada, and the United Kingdom respectively ranked higher than the United States 
(National Center for Education Statistics, 1992).
The state of Nevada also appears to have significant problems with respect to 
illiteracy. A 1998 estimate by the National Institute for Literacy pointed out that 15.3 
percent of Nevada’s adult population is at the lowest level of literacy proficiency 
(Peterson, 1998). “They are unable to fill out a Job application, balance a checkbook or 
help their children with homework” (p. 14B). Moreover, Peterson (1998) found that at 
least 20,000 Nevadan’s are enrolled in public adult literacy programs and at least 200,000 
more need a literacy program.
The U.S. General Accounting Office reported to Congress that the United States 
falls short in significant respects in employment preparation of many youth, most notably 
in equipping them with necessary workplace literacy skills and providing for effective 
transition from school to work (Training Strategies, 1988). Additionally, each year, 
hundreds of thousands of young people do not make the transition from school to work. 
They reach working age without the basic knowledge they need to learn even the simple 
skills necessary for success in an entry-level job (Kolberg, 1987). Dale Maim, a professor 
and senior research associate at Columbia University's Teachers College (Richards, 
1990), substantiates this idea by indicating that "every fifth person now hired by American 
industry is both illiterate and innumerate " (p. RIO).
Students graduate, leave school, and search for full-time jobs, largely poorly 
informed and lacking in appropriate advice from friends and relatives (Barton, 1990). 
High school graduates entering the labor force without any training frequendy spend five
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to ten years in the “youth labor market,” typified by low wages, low benefits, and low 
security (Reich, 1995). Research done by Paul Osterman at the Massachusetts Institute of 
Technology shows that “as many as 50% of high school youth had not found a steady job 
by the time they reached their late twenties” (as reported in Reich, 1997, p. 122). "This is 
the real danger of low worker skills" explained Mumane and Levy (1996), "that economic 
growth can proceed while leaving large numbers of workers behind" (p. 46).
Although there is some disagreement over just how quickly work is changing and 
the complexity of associated skill requirements (Barton and Kirsch, 1990), the demand for 
new skills in the knowledge economy is not exclusively limited to entry-level workers. 
There is also “a shift toward finding better educated middle-level workers who have a 
stronger capacity to comprehend” (Kolde, 1991, p. 453). Both management, and non­
management level workers alike will need to apply specialized knowledge to an 
organization's operation and maintain effective skills in order to continue to be productive 
and competitive in the new information-based organization (Drucker, 1988). Snyder
(1996) concluded 80% of managers cannot adjust to a team-based organization and in 
order to achieve job security, Bamer (1996) submitted that managers must upgrade their 
skills. "People trained in the old ways need to get themselves retrained, or they risk 
becoming obsolete" (Jaffe and Scott, 1991, p. 33). Clearly, the new jobs are biased 
towards a requirement for high skills, while the new workforce is biased toward a 
prevalence of low skills (Packer, 1989).
Nevada seems to fare no better amid the ostensible workforce skill problems that 
appears to plague the rest of the country. The Nevada Business Journal (Robison, 1998a) 
reported that Nevada has the highest secondary school dropout rates in the country, as
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well as the lowest aumber o f high school graduates pursuing higher education. In addition 
to the lowest college attendance nationwide, only “37 percent of the populace enters an 
institution of higher learning within four years of graduating high school” (p. 14). Somer 
Hollingsworth, president and CEO of the Nevada Development Authority, noted a lack of 
formal education among the Southern Nevada region’s employees and as a result, 
explained that some companies “are unable to find the people they need” (Robison, 
1998b, p. 9). Although Hollingsworth confirmed that “One o f the first questions 
prospective firms ask is what’s your workforce like?” (p. 9), he insisted that this problem 
is not the only issue hampering increased economic development. However, its 
significance demonstrates the need to focus on finding qualified labor in Southern Nevada. 
Perhaps more important is the further necessity to assess the current and future skill 
requirements of Nevada’s workplace and determine the extent to which business 
productivity is dependent upon workers possessing adequate workplace basic skills.
The Skills Gap and its Costs 
The Commission on the Skills of the American Workforce in its report America's 
Choice: High Skills or Low Wages! (1990) indicated productivity growth in the American 
workforce has declined steadily over the past few decades. Barton (1997) insisted that 
during the past two decades o f "educational stagnation, productivity has been at an all-time 
low" (p. 1). Even in the first half of this decade where information technology has 
aggressively expanded, Melloan (1998) submitted that productivity gains have only been 
marginal. Gorman (1988) explained that decreases in productivity correlates with worker 
skill deficits and Joyce and Voytek (1996) aimounced that K.C. O'Shaunessy and Peter
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Cappelli further found “a positive correlation between the basic skills of a firm's 
workforce and its ability to...improve productivity" (p. 32). As a result, worker skill 
deficits have cost businesses and taxpayers an estimated $20 billion in lost wages, profits 
and productivity prior to the 1990s (Gorman, 1988). The problem still persists with 
companies spending billions of dollars trying to boost productivity, but are failing because 
of “a very old-fashioned labor shortage” o f skilled workers (Gomes, 1998, p. 1). Shapiro 
and Goertz (1998) agreed that it is clear “the future productivity o f American business is 
dependent on connecting employers and schools” and “costs for employers are reduced 
and productivity is increased” when “students graduate with higher skill levels” (p. 2). 
The first National Employer Survey (NES I), the first national, representative survey to 
capture the interaction of education and employment from an establishment’s perspective, 
further found that those establishments that hired more educated workers had more 
productive workplaces (National Center for Educational (Quality of the Workforce, 1995).
In addition to losses in productivity resulting from the skills gap, the economic 
consequences of iUiteracy have also received national attention. Illiteracy has traditionally 
been viewed as a social and educational problem (National Literacy Secretariat, 1991), but 
is being linked more and more in a causal sense to economic problems (Fingeret, 1991). 
CoUino, Aderman, and Askov, (1988), pointed out increased productivity losses due to the 
problem of illiteracy. Gordon, Ponticell, and Morgan (1991) cited U.S. Commerce 
Department figures that the U.S. economy reportedly suffers an estimated $140 to $300 
billion in annual productivity losses that can be traced direcdy to adult worker illiteracy. 
Aside from productivity costs, Kozol (1985) estimated costs of workers compensation, 
damage to industrial equipment, and industrial insurance expenses directly caused by on­
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site accidents amounted to several billion dollars impact on business. Ramires (1983) 
suggested that illiterates and non-English speakers were over-represented among industrial 
accident victims. Moreover, Bruening (1989) found that "Statistics profiling the effect of 
illiteracy on workplace safety and health are scarce, but labor experts agree that there is a 
correlation between the two factors" (p. 120).
The Department of Education and the Department of Labor (1988) predicted by 
the year 2000 because of "a diminishing pool of qualified workers, employers may face 
serious skill shortages not experienced since World War II" (p. 5). Whitman, Shapiro, 
Taylor, Salzman, and Auster (1989) further insisted that worker shortages by the year 
2000 will include jobs typically filled by young people and gave examples of how 
qualifications for middle and low-wage jobs are rising rapidly. In addition, Bachler (1998) 
predicted a 1.6 million information technology worker shortage by the year 2000. Some 
fear that with labor costs rising, “the labor shortage may cause lasting damage” (Gomes, 
1998, p. 5).
As a result of the growing mismatch between the skills of most graduates and the 
skills required by employers, a U.S. high school diploma is no longer a ticket to the U.S. 
middle class (Mumane and Levy, 1996). Among both women and men, Goldin and 
Margo (1992) annoimced that the earnings gap between college and high school graduates 
increased to levels not seen since the late 1930s. Barton (1998) noted "In families headed 
by a high school dropout, real incomes declined by 37 percent, and in those headed by a 
high school graduate, they declined by 20 percent while the incomes of those headed by 
people with college degrees rose" (p. 4). Bollier (1998) recently declared that from 1979 
to 1995, males working full time with less than a high school diploma saw their real
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earnings decline by 25 percent; earnings of males with postgraduate education rose 25 
percent (p. 16). Mumane and Levy (1996) further acknowledged "In 1979, 30-year old 
men with a high school diploma eamed a yearly average of $27,500 (in 1993 dollars). By 
1993 , 30-year old men with a high school diploma eamed a yearly average of $20,000" 
(p. 81) and the wage drop for high school graduates has been more than three times that of 
college graduates Mishel and Berstein (1994). Unfortunately, sixty percent of the male 
workforce is losing real income (Bollier, 1998, p. 16) and the picture is similar with 
respect to women, with the earnings of college graduates rising sharply while those of 
high school graduates declined (Mumane and Levy, 1996, p. 39). Moreover, a mastery of 
basic mathematical skills possessed by women graduating from high school are even more 
important determinants of wages (Mumane, Willett, and Levy, 1995).
The Skills Gap and its Causes 
What seems to perpetuate this growing deficiency in workplace literacy skills? 
This question is probably best answered by pointing to a combination of factors. For 
instance, it may be because rapid technological change and the move to a high technology 
and information society have created a situation where our educational system simply 
cannot keep pace (Mumane and Levy, 1996). As Toffler (1990) explained, our 
"advanced economy could not run thirty seconds without computers, and the new 
complexities of production, the integration of many diverse (and constandy changing) 
technologies, the de-massification of markets, continue to increase, by vast leaps, the 
amoimt and quality of information needed" (p. 17). Changes in technology and the 
economy have made the standard U.S. high school education a glut on the market where
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roughly half of the recent graduates have an education that is no longer in demand 
(Mumane and Levy, 1996). "These same changes require a sounder education at all levels 
of schooling" (p. 6). However, change in technology does not necessarily explain why 
some Americans are deficient in the most basic of literacy skills, which have nothing to do 
with high technology, but rather everything to do with a stronger emphasis on basic skills 
(Johnson, 1995).
Much of the blame has been placed upon education (D'Souza, 1991; Kramer, 
1994; Sowell, 1994; Sykes, 1995; Will, 1998). With the publication of A Nation at Risk 
(National Commission on Excellence in Education, 1983), the nation’s attention became 
riveted on the skill levels of the America’s yoimg people (Cappelli et al., 1997). “More 
than a decade later, the report’s findings and recommendations continue to influence 
debate and action across the nation’s thousands of school districts” (p. 159). Himt (1995) 
insisted that "Employers are clearly unhappy. It is not clear, though, whether they feel that 
the schools have deteriorated firom previous good performance or whether work demands 
have changed" (p. 24). This later assumption is supported by those who believe schools 
have not, in fact failed (Cappelli et al., 1997). “Rather, the changes at work have resulted 
in a growing need for workers who can adapt well to a rapidly changing work 
environment” (p. 165).
Berliner and Biddle (1995) submitted that education is not to blame and that the 
attacks on public schools are nothing more than myths, frauds and a manufactured crisis. 
However, the literature reveals an abundant amount o f critics who contend colleges, 
universities, and public schools are graduating students lacking the fundamental skills 
business and industry need in order to successfully compete in today's global economy
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(Sowell, 1994; Sykes, 1988; Sykes, 1995; Kramer, 1994). For example, Bassi (1996) and 
Smith (1996) pointed out that America’s youth are reportedly not prepared for the rapidly 
changing world of work and businesses continue to complain about the quality of many 
their new and younger applicants. Feulner (1996) and Sykes (1995) further maintained that 
curriculum requirements and academic standards throughout American secondary and 
higher educational institutions are becoming too relaxed and inadequate. Moreover, Rand 
(1984) insisted years ago that "the majority o f college graduates are illiterate, in the literal 
and wider sense of the word ” (p. 193).
George Will (1998), declared “there are many reasons that many high schools are 
not properly preparing students...but the basic problem is that there are too many students 
who have neither the aptitudes nor the attitudes needed in college” (p. 84). Low 
proficiency in basic skills among many entering college students appears to be a problem 
throughout the coimtry. According to Gray (1996), the American Council on Education 
reported 90 percent of all private and 95 percent of all public four-year colleges schedule 
remedial courses and the number o f students taking these courses range between 40 and 70 
percent of entering freshmen. Many graduating high school students entering college and 
the world of work appear to be unprepared for the cognitive demands and requirements 
associated with both higher education and the new workplace (Feulner, 1996; Gray, 1996; 
Hunt, 1995; Mumane and Levy, 1996; Pauly, Kopp, and Haimson, 1995).
The "problem does not seem to lie with the colleges and universities, but with the 
elementary and high school (K-12) system" (Hunt, 1995, p. 26). Even "President 
Clinton...recognized shortcomings in K-12 education in his [1997] State of the Union 
message and advanced corrective actions" (Barton, 1997, p. 15). Moreover, in 1995, only
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20 percent of Americans rated the nation's public schools as A or B, down 20 percent in 
1986 (Mumane and Levy, 1996). Diehl and Mikulecky (1980) postulated that the skills 
valued in the workplace are at variance with those taught in schools. "During the past 20 
years, the skills required to succeed in the economy have changed radically, but the skills 
taught in most schools have changed very lithe" (Mumane and Levy, 1996, p. 3). Bailey
(1997) implied that “education reformers are often reluctant to design curricula explicitly 
to prepare young people for work because many believe that the short-term needs of 
employers can be in conflict with the broad goals of education” (p. 3-4). This has created 
an extended tension between education reform and industry skill standards (Bailey and 
Merritt, 1997). For example, children clustered in privileged schools—public and private— 
that do emphasize appropriate skills will get a better education and the good jobs 
(Mumane and Levy, 1996). "|T]he vast majority of other children will compete for what 
is left" (p. 7).
Others like Sykes (1988) claimed that higher education is a more significant 
contributor to the skills gap problem than K-12 public education. Some of the more 
persistent educational critics contend that today's higher educational trends include an all- 
out war against reason and that education has descended into a new kind of academic dark 
age (Kramer, 1994). They maintain that traditional educational programs are being 
replaced by a new and politicized curriculum that has, in effect, institutionalized silliness 
(Sacks and Thiel, 1995). Politicized curriculum emphasizing certain liberal issues over 
basic skills tends to hurt the very students it claims to help (D'Souza, 1991; Sykes, 1992). 
As a result, some critics (Woiceshyn, 1998) believe schools need to encourage individual.
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independent judgment and to provide factual knowledge and the reasoning skills that the 
mind requires instead of politicized subjects that have little to do with basic skills.
Critics point to public education students entering the Gal State University system 
as another example of a Mled public system that focuses too much attention on non- 
essential skills. In the Gal State system, almost half the freshmen need remedial work in 
math, English, or both and at some high schools not a single student entering the Gal State 
system passed the basic skills test (Will, 1998). However, this hypothesis does not explain 
why there are still many students who indeed possess and adequately learn the essential 
skills necessary to compete in a competitive work environment - products of our existing 
educational system.
Many “analysts beUeve that the real “failing” of the U.S. education system can be 
found in the difference in achievement between those who are bound for universities and 
those who complete high school but do not go on to any form o f post-secondary 
education” (Cappelli et al., 1997, p. 164). Virtually nothing is invested in those 
individuals who do not attend college (General Accounting Office, 1990). However, the 
problem also extends to a significant amount of college bound 18-year-old students who 
"start down the traditional college path and end up with just a year o f attendance, no 
certification, and no saleable skill" (Barton, 1997, p. 15).
The lack of workplace basic skills, then, may be tied to a mind set that exists with 
many Americans whereby all Americans must go to college upon graduation from high 
school. In a recent report, it was determined that about 83 percent o f parents whose 
children were in primary and secondary school expected their children to go to college 
(Johnson, 1995) and when asked, 85 percent of high school graduates in the early 1990s
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indicated they planned to obtain at least a  four-year college degree (Gray and Herr, 1998). 
Mishel and Teixeria (1991) stressed that the growth of high skilled professional and 
technical jobs has led to an over-emphasis on college education. This precipitates a more 
liberally educated workforce, as is customary for traditional colleges, rather than technical 
and specialized training (Barton, 1997). General education requirements in most colleges 
and universities - history, sociology, music, art, political science, physical education, etc. 
- provide less technical and workplace basic training required for successful employment. 
Gray and Herr (1998) further proposed that “Even those who do graduate with a four-year 
degree, many still face disappointment and end up imderemployed in jobs that do not 
require a college degree” (p.33).
Kenneth Gray (1996) pointed out that the college dropout rate in many states is as 
high as two-thirds and about one-half of those who enter baccalaureate education will fail. 
Although 62 percent of those who have completed high school go on to post-secondary 
schooling, only 45 percent of those students complete four years of college by the time 
they are 30 (National center for Education Statistics, 1991). O f students who started at a 
community college, added Barton (1998), "just 37 percent had attained any degree five 
years later, and only 6 percent had attained a bachelor's degree " (p. 7). According to a 
report from the American College Testing (ACT), college dropouts hit an all-time high in 
1995-1996 and the five year graduation rate stood at 53 percent (“College Dropout 
Rates,” 1996). Pennington (1995) determined that because only 25% o f college smdents 
graduate, “the United States has no structmed, easily accessible system for helping this 
‘neglected majority’ of its young people to make the transition to careers, adult 
responsibility, and further education and training” (p. 166).
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The Workforce Commission pointed out that "All told, more than 70% of the jobs 
in America will not require a college education by the year 2000. These jobs [non- 
professional] are the backbone of our economy, and the productivity of these jobs will 
make or break our economic future" (p. 26). But, colleges continue to chum out more 
college graduates than the job market really needs (Will, 1998). The business perception is 
that they need a different kind of workforce and preparation system (Pennington, 1995). 
For example, by the year 2000, there will be a  1.6 million shortage of workers who 
possess skills in information technology (Bachler, 1998). Consequently, the typical liberal 
arts college graduate is increasingly forced to take high school jobs in which college 
graduates are underpaid (Hecker 1992).
The question also remains whether business and industry should be held partly to 
blame for the skills gap. Some have suggested that while several businesses are eager to 
invest in new equipment and technology, many fail to realize that a comparable investment 
in employee training is also necessary to take full advantage of the opportunity to expand 
productivity (Carenevale, 1991; Paris, 1983; Kahn, 1986; Naisbitt, 1986; Ouchi, 1982). 
Very few companies say they are investing in techniques that would help them to use less- 
skilled labor (Cappelli et al., 1997). But, “there is ample historical evidence that 
employers have introduced technology and work systems to reduce the level of skill 
required of workers” (p. 169). Nevertheless, there is a school of thought suggesting that 
job preparation of potential employees remains more a responsibility of business and 
industry. Callahan (1962) believed that education is not a business and public schools 
should not be used as factories to produce students for employers
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Many agree nonetheless that without a collective investment by everyone in 
training and education, numerous American workers will enter the labor force lacking the 
necessary workplace literacy skills needed to properly fill the jobs our economy will create 
by the year 2000 (Pennington, 1995). Furthermore, American smdents, workers, 
employers, and educators must know what knowledge and skills are required in the 
workplace Reich (1995). “This effort is a critical step in establishing a lifelong learning 
system for all Americans -  for high school smdents, unemployed and dislocated workers, 
and unemployed workers who want to upgrade their skills” (p. 128). After all, it is argued 
that the defining characteristic o f social class in America is occupation and education is the 
entrance card (Lind, 1995) and workforce education gives access to the American dream 
(Gray and Herr, 1998, p. 28).
Education and Work Through 2000 
The rapid transfortnation and emergence of new technology has inspired 
economists, sociologists, and business leaders alike to conclude that a new and dynamic 
economic system has emerged (Camevale, 1991; Gendron, 1995; Huey, 1995; Sullivan, 
1990; Tapscott, 1995). The manifestations of this new economy have significantly effected 
the workplace (Prowse, 1992). "The workplace is changing at an incredible rate" 
concluded Jaffe and Scott (1991, p. 34) and by the year 2005, about 25% of today’s 
workplace knowledge and practices will be obsolete (Caudron, 1994). Furthermore, Gray 
and Herr (1998) predicted by the year 2000 only 15 percent of work will be unskilled and 
65 percent skilled. With this in mind, it is imperative to determine what skills will be in 
demand in the coming workplace and how those skills will be defined so future workers
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can prepare themselves (Joyce and Voytek, 1996). Prognosticators have reached different 
conclusions, however, and Hunt (1995) claimed the forecast depends upon the changing 
nature of work and how rapidly those changes will impact ± e  workforce. Nevertheless, in 
order to develop suitable strategies to achieve a better fit between the mismatches and gaps 
between workers and the workplace, it is necessary to understand those underlying 
changes in the workforce (Saveri, 1991).
Perhaps the largest single influence on the world of work in America in the next 
20 years will involve an aging labor force (Hunt, 1995). It is clear that the number of 
individuals age 55 and over in the work force is continuing to grow (Hall and Marvis, 
1994). Since 1984, both full- and part-time work of retired men younger than age 65 has 
increased noticeably (Herz, 1995). By the year 2000, the average age of workers is 
projected to be 39 (Gray and Herr, 1998). By 2005, the median age o f workers will be 45 
(Bamer, 1996) and projections by Barber, Crouch, and Merker, (1992) and Barth, 
McNaught, and Rizzi, (1993) predict that people aged 55 and older will include nearly 
20% of the working age population, compared to 12.5% in 1990. During “the early part 
of the twenty-first century, the proportion of the workforce over 35 will reach a historic 
high” (Bamer, 1996, p. 108). According to the proportion of the workforce in various age 
groups as of 1985, 1992, and as projected for 2005, the largest group of workers shifts 
from the under 35 categories to the 35-54 range by the turn of the century.
As the workforce continues to grow older, it is argued that a change in cognitive 
competence will apparently effect performance among aging workers (Horn, 1985; Himt, 
1995; Salthouse, 1990; Wechsler, 1981; Hartigan and Wigdor, 1989). It is further argued 
that since memorization and learning abilities decrease with age (Salthouse, 1982), the
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
38
future education and training will need to be organized to optimize the capabilities of an 
increasingly aging workforce (Himt, 1995). However, according to Czaja (1995), "the 
relationship between age and job performance is complex and far from understood" (p. 
57). Furthermore, research by Rothstein and Ratte (1990) has suggested that no basis 
exists for the stereotypes surrounding the ability of older adults to leam new skills. "When 
companies tailor programs to the age, knowledge, and experience of older workers" 
explained Camevale and Stone (1994), "training proves just as effective" (p. 122).
"Women are doing better than ever" concluded Farrell, Palmer, and Browder 
(1998, p. 75) and will also play a significant role in the workforce in the next century. By 
the year 2000, about 50 percent of the labor force will be comprised o f women, up from 
38 percent in 1970 where only 43.3 percent of all women participated (Saveri, 1991; 
Hunt, 1995). Snyder (1996) reported that as much as 66% of married couples age 20-55 
are currently work full-time, a dramatic increase since the I960"s. The median income for 
married couples with children expanded 25 % since 1969 and without the mothers income 
of those households, the median income would have instead rose only 2% during the same 
period (Duff, 1998). The proportion of mothers working full time, year-round climbed to 
39% of households with kids in 1996 from 17% in 1969 (Duff, 1998) and about 65 
percent of U.S. mothers with children under 18 will work by 2000 (Coates, 1996). 
"Census Bureau data have shown that if child care is accessible, labor force participation 
for women with young children will increase—as much as 20 percent for some subgroups" 
(Saveri, 1991, p. 127). In addition, about 85 percent of new entrants in the workforce in 
the year 2000 will be minorities, including women, and only 15 percent of the remaining 
new entrants will consist of white tnales (Bamer, 1996). The department of labor predicts
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the number o f white women entering the labor force will oumumber white men by the 
year 2005 (Gray and Herr, 1998) and occupational mobility and advancement firom entry- 
level positions will become easier and less restrictive as more women complete higher 
levels of education (Saveri, 1991). Females will more likely complete college than males. 
White students more likely than Black or Hispanic students, and younger students more 
likely than older (Barton, 1997, p. 7).
Nonwhites are expected to constitute 27 percent of all new entrants to the labor 
market by the year 2(X)5, compared with 23 percent in 1992 (Gray and Herr, 1998). The 
coming workforce will contain a higher percentage of black, Hispanic, and Asian workers 
and this change will be concentrated at the younger ages (Hunt, 1995, p. 108). Although 
Hispanics accounted for only 7.3 percent of the total labor force in 1988, of the ethnic 
subgroups, Hispanics will accoimt for the most growth in the future labor market 
representing over 27 percent of the net growth (Saveri, 1991). As a result, "by the year 
2005, the labor force will be 74 percent white, 11 percent black, 11 percent Hispanic, and 
4 percent Asian" (Gray and Herr, 1998, p. 35). In addition, "immigration will add 1.4 
million workers a year or 35 percent o f the yearly new entrants to the labor force between 
1992 and 2005" (p. 38) and the Hudson Instimte (1987) projected immigrants will in fact 
out number resident minorities.
Three out of the 4 fastest growing occupational groups will be executive, 
administrative, and managerial; professional specialty; and technicians (U.S. Department 
of Labor, 1994). Professional specialQr occupations are projected to increase by nearly 
five million workers between 1996 and 2006 (Postrel, 1998). "These occupations 
generally require the highest levels of education and skill, and will make up an increasing
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proportion of new jobs (U.S. Dept, of Labor, 1994). They are "projected to make up 
about 36% of the total work force by 2006, or about 54 million jobs, a jump from about 
30% in 1996" (Postrel, 1998, p. A5). What all these jobs have in common, regardless of 
their educational requirements, are specific skills. "In short, they employ knowledge 
workers" (p. A5) and the U.S. Department of Labor (1994) declared that opportunities for 
those who do not finish high school will be increasingly limited (p. 12).
Young people who are non-college bound will continue to make up the largest 
source of new labor market entrants (Gray and Herr, 1998). In the United States, roughly 
75 percent of students graduate from high school, but only 15 percent of them complete a 
four-year degree (Joyce and Voytek, 1996). Transversely, one-third of high school 
dropouts age sixteen-to-twenty-four-year-old left school in before completing the tenth 
grade (National Center for Educational Statistics, 1991, p. 20) in America and the Nevada 
Literacy Coalition reported more than 50,000 Nevada adults have less than a ninth grade 
education (Peterson, 1998). The imemployment rates of this group are typically 7 to 10 
times that of the total workforce (W. T. Grant Foundation, 1988) and "there is growing 
reason for concern regarding the education received by non-college bound youth" (Gray 
and Herr, 1998, p. 36). This group usually has inadequate skills and low potential for high 
paying jobs, with meaningful training opportunities left to those people who are already at 
the top of the earnings hierarchy (Marshall and Tucker, 1992).
Despite the fact that the "job outlook for those with only a high school diploma is 
grim" (Saveri, 1991, p. 148), last year [1997], a  record 67% of high school graduates 
went on to college the following fall, compared with 49% in 1979" (Farrell et. al., 1998, 
p. 75). Furthermore, Farrell (1998) also announced that "the proportion o f people between
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25 and 29 years old who have a bachelor's degree increased from 21.3% in 1981 to a 
record 27.8% in 1997" (p. 75). However, the National Center for education statistics 
(1991) indicated that only 45 percent of those students who have completed high school 
complete four years o f college by the time they are 30 years old. If these percentages 
remain constant, only 23 percent of the current crop o f high school freshmen will earn a 
four year college degree after their late twenties (Cappelli et al., 1998, p. 165). 
Consequently, "It's clear that poorly educated workers will continue to lose ground" 
(Farrell et al., 1998, p. 74).
The profile o f educational attainment for Americans 18 years old and older today 
looks like this;
10.4% have achieved less than a ninth-grade education;
14.4% have had some high school but have not graduated;
30.0% have high school diplomas but no more;
18.7% have had some college but have not graduated;
6.2% have earned associate degrees;
13.1% have earned bachelor degrees; and
7.2% have earned graduate or professional degrees (Bollier, 1998, p. 16).
Whenever major innovations take hold, income gains typically go to better 
educated workers who can quickly master new techniques and technologies (Farrell et al., 
1998). In 1979, median compensation for male college graduates was 42% higher than 
for male high school graduates, and nearly two decades later, "workers with a college 
sheepskin pocketed 89% more than their less educated peers" (p. 72). From 1979 to 1995, 
males working full-time with less than a high school diploma saw their real earnings
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decline by 25 percent (Bollier, 1998, p. 16) and compared to 27 percent of the general 
adult population, nearly 50 percent of welfare recipients do not have a high school 
diploma (NIFL, 1994). However, real earnings o f males with postgraduate education rose 
25 percent (Bollier, 1998, p. 16). Furthermore, the majority of associates, bachelor's, and 
master's degrees are now earned by women with the ratio of women's median pay to 
men's, which hovered around 60% in the late 1950s, reaching more than 75% in 1997 
(Farrell et al., 1998, p75).
Perhaps the most significant challenge of the future workplace is the need for 
workers to possess adequate workplace basic skills. The demand for workers who possess 
adequate skills will continue into the next century (Cappelli et al., 1997; Gray and Herr, 
1998; Hunt, 1995; Mumane and Levy, 1996; Pauly et al., 1995; Wirth, 1992). More than 
60 percent of managers reported skill requirements in their organization are increasing for 
entry-level jobs (Moss and Tilly, 1995) and by the year 2000, only 27% of all new jobs 
will fall into the low skill category (DOE and DOL, 1988). By the year 2010, the primary 
task for most American workers will be information management and 90% of workers 
will be effected by information technology which essentially require higher skills (Hines, 
1994). With average U.S. wages falling more than 20% in the last 22 years and 47% of 
18-24 yr. olds working at jobs paying less than poverty income (Snyder, 1996), "the 
economic prospects of young people who lack highly marketable knowledge and skills are 
grim" (Pauly et al., 1995, p. 2).
"The many forecasters of the economy seem to agree that the future workplace 
will need people who are... ready to meet new challenges as the nature of work changes ' 
(Hunt, 1995, p. 248). Furthermore, over 80 percent report that the jobs require basic
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literacy or math, and that the "soft skills" (Mumane and Levy, 1996, p. SO) are among the 
most important hiring criteria (Moss and Tilly, 1995). Hunt maintained that "Reading and 
simple mathematics are one thing; understanding subtle arguments and using mathematics 
in problem solving are quite another" (Hunt, 1995, p. 109). What, then, is workplace 
literacy and how is it defined? Does the definition relate to other terms such as workplace 
basics? Is there general agreement by occupational experts relative to what the definition 
of these terms really mean and if they universally apply to all jobs?
Defining Workplace Basic Skills 
Much of the material in this literature review postulates the idea that a deficiency 
in basic workplace literacy skills exists within the American workforce. But it is apparent 
many do not have a clear understanding of what the terms workplace skills, workplace 
literacy, workplace basics, or even workplace illiteracy essentially mean. Drucker (1994) 
captured the dilemma by asking what kind of knowledge must everybody have? "When 
we examine what is meant by the term [literacy]" declared Green and Dixon (1996), "it 
becomes evident that there is little common agreement" (p. 292). Soares (1992) explained 
that "most difficulties in and controversies about literacy...stem from the failure to define 
literacy properly and establish its boundaries clearly" (p. 4). However, Sticht (1995) 
maintained there is no one best way for identifying the literacy demands of jobs and 
Soares (1992) found that no single definition exists.
With this in mind, the question of what it is about workplace literacy that makes it 
so hard to define has become an important issue. Hull (1995) maintained "the problem is 
not basic skills traditionally and narrowly defined, but basic skills amplified, expanded to
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include those more complex competencies required for an information age and in 
recognized workplaces" (p. 5). Many of these economically valuable forms of knowledge 
aren't taught in the schools because they are difficult to articulate and therefore to teach 
(Postrel, 1998, p. A5). Nevertheless, a report by the Committee for Economic 
Development in Washington D C. stated that “Schools must make a greater effort to 
develop higher-level skills such as problem-solving, reasoning, and learning ability” (as 
quoted in Kolde, 1991, p. 454).
Skill definitions are sometimes based upon round table discussions by "experts " 
and listed as abstract competencies, but are almost never informed by observations of 
work (Darrah, 1991). Furthermore, many skills employers deem critical are not content 
based, but have to do with a level of mamrity and responsibility (Saveri, 1991). The lack 
of a fundamental, consistent, and more precise definition of workplace literacy presents a 
problem for those who try to make some sense out of its meaning. The core idea, 
however, is that workplace basic skills should include conceptual imderstanding, problem 
solving, and the ability to apply knowledge and skills in new contexts and to real-world 
problems (Porter, Archbald, and Tyree, 1991).
One of the first and most often cited reports defining the nature of work and the 
skills needed to compete in the changing workplace was the SCANS (Secretary's 
Commission on Achieving Necessary Skills) report. "Sponsored by the U.S. secretary of 
labor, the report of 31 eminent representatives of business, labor, education and 
government was to address specifically what readiness for work required " reported (Joyce 
and Voytek, 1996, p. 31). The SCANS report for America 2000, What Work Requires of 
Schools. (Secretary's Commission on Achieving Necessary Skills, 1991) identified three
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"foundation skills" (basic reading, writing, and mathematics; thinking skills; and personal 
qualities), plus five "worlq)lace skills" related to technology, systems, information, 
interpersonal relations and use of resources. The SCANS report further defined effective 
job performance as being able to: identify, organize, plan and allocate resources; work 
with others; acquire and use information; understand complex interrelated systems; and 
work with a variety of technologies. The New Standards project (National Center on 
Education and the economy, 1997) refers to a similar collection o f cross-functional skills 
as Applied Learning Skills.
Based on the SCANS (1991) definitions, Sanchez (1996) foimd “there is a 
significant disparity between the importance given to the SCANS associated tasks and the 
proficiency o f beginning workers” (p. viii). This study involved the importance and 
performance of general workplace skills among associated with entry-level claims workers 
in the Wisconsin insmance industry. Sanchez (1996) suggested that more research in other 
entry-level occupations should be conducted to “confirm the relationship between the 
importance and proficiency of the SCANS general workplace skills to determine if 
different or similar patterns exist” (p. ix).
Before the SCANS report, Chisman (1989) stressed that most leaders in the field 
o f literacy recognized that mathematics, problem solving, and communication abilities are 
essential basic skills. A year later, Chisman (1990) defined workforce literacy skills as 
reading, writing, communicating in English, math, and problem solving. Furthermore, he 
identified the ability to work and leam independently, work cooperatively with others, 
respond quickly and flexibly to new situations, juggle multiple tasks, and the ability to find
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out information after deciding what one needs to know as additional needed workplace 
literacy proficiencies.
Jaffe and Scott (1991) stressed that "the new workplace is less concerned with 
status and role and more focused on personal authority, communication skills, 
collaborative ability, and ability to perform many tasks " (p. 34). Bailey (1997) further 
pointed out that "SCANS...does not specify any particular substantive knowledge as a 
"necessary skill, " since the authors envisioned that representatives o f specific occupations 
would establish specific skill requirements for their occupations" (p. 15). It seems, then, 
that prospective employees who have the skills of working with people, doing projects 
together, getting information, raising tough issues and creating synergy in a team are 
becoming as important as technical competence " (Jaffe and Scott, 1991, p. 35).
According to Askov and Aderman (1991), the Adult Education Act amendments of 
1988 treated workplace literacy for the first time as an independent and distinct category 
of services. However, in a comprehensive report by the National Center for Research in 
Vocational Education (NCRVE), it was determined that higher order literacy skills, such 
as reasoning and problem solving, are needed by persons in our expanding, higher 
technical environment (Hull and Sechler, 1987). The report further proposed that 
companies themselves claim reasoning skill deficiencies are most significant in many 
workers and that problem-solving skills are seen as crucial for employees working in 
today's society (Hull and Sechler, 1987).
Askov and Aderman (1991) later defined workplace literacy as "written and 
spoken language, math, and thinking skills that trainees and workers use to perform 
training and job tasks " (p. 16). Gordon, Ponticell, and Morgan (1991) added that
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functional literacy in the workplace should include the ability to read, write, compute at an 
appropriate level, and the ability to acquire new knowledge and apply that knowledge 
based upon changing occupational standards and needs. Custer and Claiborne (1992) 
discussed critical skills as a foundation for working in specific occupations, but agreed that 
workers must continue to upgrade their skills as technological changes continue.
Anthony P. Camevale, Vice President for National Affairs and Chief Economist o f 
ASTD, pointed out that work in the 90 s calls for a whole new set of skills and a range o f 
knowledge that is broader and deeper than previously needed (Camevale, Gainer, and 
Meltzer, 1990). He concluded employers require workers to possess good attitudes, 
responsible behaviors, oral communication and good listening skills, the ability to work 
cooperatively in teams, and efficient problem solving skills - as well as cognitive skills. 
Camevale (1990) and his colleges further supported a broad definition of literacy that 
encompasses different groups of skills. The breadth of these job-related basic skills 
underscores that workplace literacy entails far more than the traditional three R's 
(Camevale et al., 1990).
Although there is no simple way to define workplace literacy, there is a belief that 
it consist o f many different kinds of cognitive and problem solving skills used in several 
different types o f work situations and scenarios (Sarmiento, 1990). Beyond simple 
literacy, it involves knowledge and life skills needed to perform effectively in a high-tech 
work environment (National Assessment o f Educational Progress, 1985). Mishel and 
Teixeria (1991) argued early on that the big challenge for America with respect to 
workplace literacy is to improve the skills of the non-college educated workforce "so 
those workers can achieve skill levels adequate to support high performance work
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reorganization" (p. 6). However, measuring illiteracy in the workplace is difficult to 
quantify because it is difficult to measure directly and most literacy inadequacies are 
manifested indirectly and (DesLauriers, 1990).
In the past, many employers admitted that they wanted workers who were prompt 
and would follow orders. Now, many state that they want workers who can solve 
problems, work in more uncertain and less well-defined circumstances, and take initiative 
and responsibility (Bailey, 1995; Mumane and Levy, 1996; Stasz, Ramsey, Eden, 
Melamid, and Kaganoff, 1996). Workers are now asked to use judgment, make decisions, 
work as a team member, communicate effectively both verbally and in writing, possess 
the necessary computation skills, and think creatively. Among today's workers, problem 
solving, analytical skills and teamwork are in high demand - and short supply (Swasey 
and Hymowitz, 1990). Workers "who have never been asked for an opinion suddenly 
have to make decisions," says Sue Berryman, director of the Institute on Education and 
the Economy at Columbia University’s Teachers College in New York (p. R6).
As a result, the basic skills o f today and tomorrow seem to include the ability to 
process information. The most successful workers appear to be those who can process 
and organize information, monitor their own understanding, and explain the purpose o f 
the accomplishment o f a task. Workers should not only possess the ability to read and 
write but also computation, communication, and problem solving skills (Department o f 
Labor and Department o f Education, 1988).
Miles (1994) listed seventeen broad competencies that he concluded are keys to 
success in the 21st century workplace. He claimed his listing came as a result of cross- 
referencing, interpretation, application to practical experience, and intuition in selecting
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a set of target workplace competencies that correlate with key national workforce 
studies. The list below identifies the competencies he claims are mentioned or implied 
in eight key national studies. They include the ability to adapt to change, solve 
problems using systems, take responsibility, and deal with others constructively, act 
motivated, communicate, concentrate, leam, work effectively in teams, dependable, 
take risks, handle stress, think reflectively, lead, manage goals, manage time, act 
ethically and confidently, and interdependent.
Higher education seems to be recognizing the need for students to master certain 
basic skills similar to some of the areas identified as workplace basics. In an attempt to 
understand the relationship between school reform and college admission, OSSHE
(1994) has developed and adopted standards that will be used as a basis for freshman 
admission to Oregon state higher education institutions in the fall of 2001. They involve 
nine processes, which include reading, writing, communication competence (listening, 
speaking), critical/analytical thinking, problem solving, technology, systems/integrative 
thinking, teamwork, and quality work.
Faculty and administrators at the University of Maryland have also worked with 
the Maryland State Department of Education, Community College faculty, and business 
and industry leaders to identify basic knowledge and skills and review curriculum to 
create a state system of high school assessment with an emphasis on skills for success 
(Giles-Gee, 1996). In addition, faculty at Boston’s Pro Tech are currently working 
with the North Eastern Association of College Admissions Counselors to give colleges 
a different perspective on the work component in students’ schooling experience (Bailey 
and Merritt, 1997).
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Bailey and Merritt (1997) declared that “school reformers have advocated a shift 
from a ‘teacher centered’ pedagogy, in which the teacher transmits information to the 
student, toward a learner-centered’ approach in which the student is much more 
actively engaged in learning...or construction’ of ± e ir own knowledge” (p. 10). 
Moreover, Newman and Wehlage (1995) argued that authentic pedagogy “emphasizes 
teaching that requires students to think, to develop in-depth understanding, and to apply 
academic learning to important, realistic problems” (p. 3). It appears as though this 
type of teaching will yield the type of workplace basic skills that business and industry 
require. However, Anderson, Reder, and Simon (1996) extended the notion that much 
knowledge can be taught more efficiently using more traditional methods and Hunt
(1995) pointed out many practical problems with the project approach. Also, teachers 
argue that basic skills are best taught in academic departments by first mastering them 
in an academic setting (Evaluation and Training Institute, 1991).
It is known that context matters in acquiring skills and knowledge, but the 
precise relationship between generic and specific skills is still a puzzle (Perkins and 
Solomon, 1989). In addition to the hard skills such as basic mathematics, problem­
solving, and reading, Mumane and Levy (1996) added the soft skills; the ability to 
work in groups and to make effective oral and written presentations. "The skills are 
called soft because they are not easily measured" (p. 32). The "employee-recruiting and 
work practices in firms paying high wages show the importance of [these] new kind of 
skills" (p. 9).
Although there exists an urgent call for the development of transferable 
workplace skills and competencies among students, the argument remains that there
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really is no universally accepted agreement as to what those competencies really are. 
Nor does there appear to be any standardized listing or centrally-recognized research 
relative to workplace skills other than narrative descriptions o f the SCANS report, 
which are not universally adopted as the set o f  target workforce competencies. The 
definition of workplace basics still remains somewhat nebulous and in their Call for 
Papers, the NCTE (1997) requested essays that reflect on the changing defmitions of 
literacy. Hull (1995) asks "what is it about literacy that makes so many definitions of it 
possible, that makes it so hard to measure once and for all?" (p. 11). The problem is not 
basic skills traditionally and narrowly defined, "but basic skills amplified, expanded to 
include those more complex competencies required for an information age" (p.5).
What percentage o f workers in the projected 20(X) workforce will qualify for 
higher paying jobs? How hard will it be to find a qualified person for each job class in 
2000 compared with how hard it was to find such a person in 1985? This depends on 
precisely what is meant by basic skills. After a comprehensive review of the literature, 
there remains no universal agreement with respect to the specific definition of 
workplace basic skills. "To the extent that skill means experience, the workforce of 
2000 will be better prepared...If skill means problem solving, the workforce 2000 will 
be, in a word, crystallized, and it will be harder to find people with appropriate levels 
of fluid intelligence" (Hunt, 1995, p. 140). Regardless of the continual struggle to 
define workplace literacy, there is strong support, both in the business community, and 
among parents with children in the public schools, for greater emphasis on basic skills 
(Johnson, 1995). Those "who want better schools need not wait for some new state or
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national program" declared Mumane and Levy (1996), but begins with "the process of 
teaching the New Basic Skills" (p. 18).
Each definition of literacy skills, workplace basic competencies etc., then is 
"contingent on the dimension o f literacy being considered" (Soares, 1992, p. 4). It is 
not uncommon to hear literacy terms used in relationship to the number of disciplines 
being considered (Green and Dixon, 1996). However, those shaping the dialogue about 
critical issues in literacy need to examine the framework in terms of the emerging 
world of the future. After all, the "knowledge worker" will be the new, emerging 
dominant group by the end o f this and well into the next century (Drucker, 1994).
Improving Workplace Basic Skills 
The larger problem o f workplace illiteracy can only be addressed after a  better 
definition o f what truly constitutes workplace basic skills is achieved. Assuming that a 
more precise definition o f workplace basic skills can be obtained and universally agreed 
upon by a majority o f the primary stakeholders, the question o f how to successfully 
implement relevant change in order to solve the problem o f workplace illiteracy still 
remains. Much o f the literature reviewed does not report empirical studies that propose 
recommendations for an absolute solution. Rather, many o f  the references are theoretical, 
speculative, or advocative in nature. Despite the empirical limitations, the literature does 
contain many useful suggestions and ideas for policymakers and practitioners attempting 
to resolve the problem o f basic workplace skill deficiencies that exist among many o f 
today’s workers.
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The Role o f  Education
Since Jonathan Kozol (1985) published Illiterate America back in the 1980's, there 
has been a loud call for an acknowledgment to the nation's problem of illiteracy in 
general. However, there is less agreement regarding how the problems of illiteracy and 
basic workplace skill deficiencies might be solved. "Over the last 20 years, American 
schools have done a good job of raising the cognitive skills of their poorest students...The 
schools are not doing as good a job for the average or above average student" (Hunt, 
1995, p. 109).
Just what is the responsibility of education? Some suggest that the ultimate burden 
of change rests with our schools and "the most important problem U.S. schools face is 
preparing children for tomorrow's jobs" (Mumane and Levy, 1996, p. 18). Goodlad 
(1984) submitted that schools have the ultimate responsibility for the clarification of goals 
and functions, development o f curricula to reflect a broad educational commitment, and 
teaching designed to involve students more meaningfully and actively in the learning 
process. But, Packer and Pines (1996) complained that many traditional educational 
practices focus on contrived applications of academic material that are never encountered 
in the workplace. More importantly, many agree that the learning process should involve 
cognitive, higher order thinking skills relating to job performance and secondary education 
curriculum should be modified in ways that enhance these and other workplace basic skills 
(O'Neil, 1992).
Some educators believe that an industry and business related orientation provides a 
better context and coherence to educational curriculum and stronger connections to the 
world outside the classroom. As Newmann and Wehlage (1995) put it, a workplace
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
54
orientation can provide the setting for addressing authentic problems and a clear 
connection to value outside the classroom. Programs that integrate academic and work 
related education and improve academic content o f both help prepare students more 
broadly for employment (O’Neil, 1992; Stasz et al., 1996). This integration should 
include a shift away from teaching specific facts and procedures to teaching generic skills, 
including complex reasoning abilities and widely useful attitudes and work habits 
(Rosenstock, 1991). Positive changes associated with the integrated program approach 
include the following; Improved guidance and counseling functions (Bodilly et al., 1993); 
improved student achievement (Bottoms, 1991), more students going on to post-secondary 
education (Pritz, 1991; Stem, 1992), and increased school participation and reduced 
dropouts (Crain et al., 1992; Stem, 1992).
Many people have concluded that a fundamental rethinking of education is needed 
before the needs of the future workforce can be met (Bailey and Merritt, 1997; Kramer, 
1994; and Newmann and Wehlage, 1995). The core idea is that schooling should promote 
conceptual understanding, problem solving, and the ability to apply knowledge and skills 
in new contexts and to real-world problems (Porter, Archbald, and Tyree, 1991). 
"Education begins to fail us as we increase our demands on the recent high school 
graduate" (Himt, 1995, p. 109) and studies by labor economists point to the likelihood that 
employers will dumb down new jobs unless they know that friture workers will have better 
skills than current entry-level workers (Mumane and Levy, 1992).
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Business/Education Partnerships 
While debate rages about how change should come and who has the responsibility, 
almost everybody agrees that business and industry must take a more active role in the 
process. Our educational system should not be the sole responsible entity to facilitate 
change and no single institution should be expected, as the schools have been, to take sole 
responsibility for solving the problems of young people (Pennington, 1995). "While the 
business community has for decades supported public schools in those areas where there 
are manufacturing plants or other major facilities, it was not until 1989 that the role of 
business as a change agent began to emerge" (Cross, 1993, p. 55).
Research suggests that there is often weak transfer of academic knowledge to what 
should be relevant applications outside the classroom (Berryman & Bailey, 1992). Fewer 
than 1 percent of employed U.S. workers have participated in formal school-workplace 
apprentice programs (Office of Technology Assessment, 1990). Employers who hire 
students are almost never in contact with the schools about educational progress and needs 
of the students they hire. Education and work seem to remain two separate worlds, 
bridged only by the youth themselves (Policy Information Center, 1990). Moreover, 
“there has been little interaction and communication between those who have been 
working on academic standards and those working on industry skill standards” (Bailey, 
1997, p. 1). The benefit that could be derived from a more planned and collaborative 
effort between business and education seems to remain an opportunity unrealized, partly 
due to political pressure and philosophic differences among today's educators.
A common, but weakening pattern for workplace education programs, is the 
formation of parmerships between educational institutions and the business community.
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The earliest and perhaps the strongest call to date on the need for employers and schools 
to work together is in the statement on National Goals for Education issued in February of 
1990 by former President Bush and the Nation's governors. For the year 2000, the 
objective was set that every major American business would be involved in strengthening 
the cormection between education and work (Policy Information Center, 1990).
One of the strengths of our public education system is that it is decentralized; i.e., 
there are no national curricula or imperatives, but the price we pay for this is that it takes 
years for systemic change to occur and stabilize throughout the country (Hull and 
Grevelle, 1998). Many companies have expressed frustration with school-business, 
education-reform parmerships that seem slow to produce results (Pennington, 1995). 
However, in order to successfully compete in a competitive global market with skilled 
workers as the primary economic capital, America must “look beyond the walls of the 
schools to enlist communities in parmerships focused on improving the transition of young 
people from school to careers and further learning” (p. 168).
Workplace Training Programs 
A smdy of Illinois employers (Illinois Literacy Council, 1993) found that 
workplace education initiated programs was needed in order for businesses to help retain 
their employees and qualify them for promotion. However, Brown (1990) concluded that 
most employee surveys reveal that 85 to 90 percent of workers never receive formal 
training from their employer. Do business and industry have the resources to provide 
work-based learning? (Mendel, 1997). According to a smdy delivered to the Senate Labor 
task force (Senate Labor Committee, 1990), most companies do not appear to be devoting
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significant financial resources to training. The study said 78 percent of the firms 
researched use the traditional process of reimbursing employees for the cost of tuition, 
while just 8 percent have their own training program. Moreover, the average 1.4% of 
payroll that U.S. companies invest in training reaches only 10% of the workforce and 
Japanese and European companies spend three to five times more on training than 
American companies (Senate Labor Committee, 1990).
But, the United States Bureau o f Labor Statistics (1992) revealed that the number 
of employees whose qualifying training  in schools was sponsored by their employers has 
more than doubled since 1983, from 2.1 million to 5.4 million in 1991. Organizations 
with training programs reported training an average 56 percent of their employees at a 
median estimated cost of $365 per trainee (Knoke and Kalleberg, 1994, p. 87). The 
United States Bureau of Labor Statistics (1994) and the National Center on Educational 
Quality of the Workforce (1995) both reported that 71 to 81 percent of employers 
provided some type of formal training. Farrell, Palmer, and Browder (1998) also noted 
that companies are continuing to devote more and more resources to worker training (p. 
75).
Camevale and Gainer (1990) estimated that employers spend about $30 billion 
annually for formal training and about $90 billion to $180 billion for informal training. In 
addition, a 1993 survey {Training, 1993) calculated that American organizations with 100 
or more employees budget over $48 billion dollars aimually for formal training that affects 
over 47 million employees. Froiland (1993) maintained that many large employers offer 
basic and remedial education and Lee (1989) added that business training programs for 
people who speak English as a second language are increasing. More than half the
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FORTUNE 500 companies have workplace education programs indicated Time magazine 
(Gorman, 1988) and General Motors Corporation devoted as much as $170 million to its 
annual training budget for remedial education as far back as 1988. During that same year. 
Ford Motor Company supported more than 8,500 employees in basic skill classes at the 
company's 50 learning centers in plants across the country.
Unfortunately, only larger companies seem to be able to support basic education 
skills training for their employees. Chisman (1989) noted that although some of the large 
businesses have implemented basic skills programs, most American workers are employed 
by small firms and cannot be expected to adequately meet the needs of millions adults in 
the workforce. Cappelli et al., (1997) declared that "while employers appeared reluctant to 
provide basic training necessary for imqualified new workers...they significantly enlarged 
their investments in upgrading the job skills of those workers once they were hired " (p. 
129).
Chisman (1989) contended that "The workplace can be an ideal setting for basic 
skill instruction" (p. 14). Moreover, Scribner and Sachs (1988) surmised that people can 
achieve conceptual imderstanding on the job and, in some cases, work based training 
actually function equivalently in preparing individuals for certain aspects of work 
performance. The research by Scribner and Sachs (1988) suggested the potential for using 
work-based pedagogy to teach even theoretical and conceptual material.
Workplace training programs involve a myriad of techniques. Chisman (1992) 
defined workplace education as "formal programs of education for workers to which their 
employers make some type of cash or in-kind contribution and which offer instruction in 
any or all of the following skills: reading, writing, mathematics, English as a Second
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Language, problem-solving, and interpersonal skills (such as effective communication and 
team-building)" (p. viii). It must nevertheless be understood that “it is impossible for 
quality work-based learning alone to make up for long-standing deficits in academic 
preparation” (Pennington, 1995, pg. 180).
The Role of State and Federal Government 
Another proposal for improving workplace basic skills involves active participation 
on the part of State and Federal government. However, “the policy consequences that 
come from increasing the supply of skills are complex (Cappelli et al., 1997, p. 169). 
Nevertheless, federal legislators view developing more fully academic and occupational 
skills needed in a technologically advanced society as a way to make the United States 
more competitive in the world economy (Schmidt, Beeken, and Jennings, 19920. Some 
proponents of workplace education go so far as to encourage government to adopt national 
legislation that force employers to train workers. Mishel and Teixeria (1991) agreed that 
this should include adopting a uniform levy of a 1 % payroll tax that employers would 
either use for up-skilling of work and workers, or pay to the government for similar types 
of programs. Similarly, the Commission on the Skills of the American Workforce (1990) 
called for the Federal government to require all employers to fund additional education 
and training. They are not clear, however, in explaining how the federal government 
might efficiently use the funds for up-skilling and whether a new bureaucracy would be 
created in order to facilitate a new Federal program.
Possibly one of the most tenable ways the Federal government can become 
positively involved in the process of improving worker skills is by providing grants to
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states, educational institutions, or qualified businesses. For example, the purpose o f the 
National Workplace Literacy Program is to provide grants for projects designed to 
improve the productivity o f the workforce through improving literacy skills in the 
workplace (Department o f education, 1992). Grants are distributed only to applicants who 
include parmership agreements representing both business and education entities. Chisman 
(1992) pointed out that public assistance to support workplace literacy in small businesses 
would be cost effective in that it would help increase business productivity while helping 
to improve the basic skills of workers at the same time. The Workforce Commission
(1990) also included the need to provide financial incentives to employers among as one of 
its five major recommendations.
The BCEL (1990) declared that the primary burden for addressing workplace 
literacy problems rests with the states. In addition to public assistance, the role o f the 
states should be to develop mechanisms to bring employers together to solve the problem 
and oversee equitable allocation of funding resources. Many states are reevaluating the 
role of education and training (Strawn, 1997). States need to address workplace literacy in 
the context of economic development, but (Quigley (1997) warned that programs should 
not try to be all things to all people. Furthermore, Barton (1997) maintained that the 
discussion as to whether greater public resources can improve the quality of schooling is 
polarized among politicians, academics, and lawyers with Wenglinsky (1997) finding that 
some kinds of expenditures make a difference, and others do not.
While much can be done to improve the current educational system we have, there 
have been relatively few national initiatives to help link high school students to the work 
world until recently. One such program includes the federal School-to-Work legislation
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passed and became law in 1994. Its goal is to stimulate states and local government and 
communities to "build a nationwide system of school-to-work programs...with its 
requirements for school-based activities, work-based activities, and activities connecting 
the two" (Himt, 1995, p. 245). The School-to-Work movement has sought to differentiate 
itself from traditional vocational education because of its problematic image and replace 
much of the existing high school education with a system o f innovative, career-oriented, 
applications-based instruction "that supplement, but not alter, the basic high school 
program" (Pauly et al., 1995, p. 13). Another earlier program included the Jobs for 
America’s Graduates program, which emerged from the effort that Governor Pierre Du 
Pont started in Delaware (Sum and Heliogi, 1990). This program provided staff from the 
business community inside schools as educational parmers. Schools allowed for counsel 
and assistance to be given to teachers and smdents about what skills are necessary in the 
workforce.
There are those that argue government programs are not the answer and have only 
assisted in perpetuating the problems of education throughout the country (Sacks and 
Thiel, 1995; Sowell, 1994). Aside from the more generic complaints against education. 
Hunt (1995) explained a more valid criticism may be the issue of too much government 
involvement that leads to a loss of local control. "The problem with government mandated 
programs and reform is that they often suffer from "program-itis," a disease in which a 
multitude of separately funded and separately administered programs...gradually dilute the 
schools mission and sap its strength" (p. 217). As a result, the corporation may need to 
become the chief educators of the workforce as the pace o f change increases through the
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introduction of deregulation, competitive pressures, and new technological advances 
(Meister, 1998).
Unfortunately, Pauly et al., (1995) suggested that some studies (Liebennan and 
Miller, 1992; Pauly, 1991) of new education programs, despite careful planning, have 
shown that innovations and reform often fall apart when they encounter the realities of 
daily life in the classroom. " Polity makers should be wary of prescriptive formulas and 
formats" (Pauly et al., 1995, p. 246). Hull and Grevelle (1998) warned that “Mindless 
jumps from one educational fad to another—and from one administrative leader to 
another—have left us with and educational wasteland o f ineffective resources and 
enthusiasm, waste that we can neither afford nor tolerate” (p. 13). Perhaps a better way to 
encourage change over mandates, concluded McLaughlin and Talbert (1993), might be to 
incorporate a system where the teachers themselves participate more in the network of 
reform, (p. 177). Nevertheless, for educational improvement to survive, it must contain a 
careful, thoughtful blend of the old and the new (Hull and Grevelle, 1998, p. 16).
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Summary
The literature clearly reveals that the contemporary definition of workplace literacy 
goes beyond basic reading, writing, and math. Although a precise definition of worlq>lace 
basic skills is still incomplete, there is general agreement in the literature that adequate 
workplace basic skills should include problem solving, communication, and critical 
thinking abilities. It is necessary to improve the definition of the levels o f academic skills 
within the industry skills standards, including more emphasis on differentiating between 
the standards for entry-level basic skills and higher-level job skills within the same area 
(Bailey, 1997). "Ideally," insisted Bailey, "industry skill standards should be able to refer 
explicitly to appropriate academic standards" (p. 24).
Much of the literature supports the idea that new curricula should be developed 
which encourage sophisticated applications to problems and issues that recognize the 
importance of interdisciplinary thinking (Vickers, 1997). New ciuricula should motivate a 
deep understanding of the relevant academic skills in an industry or occupational context 
(Kolde, 1991; Raizen, 1994; Resnick, 1987). Furthermore, students going directly into the 
workforce must be given the preparation they need without foreclosing opportunities for 
further training (Policy Information Center, 1990).
The literature also revealed our economy and productivity are not going to grow 
the way we predict and the way we want unless we have a closer relationship between 
education, job training, and private-sector employers (Kolberg (1987). Business must 
acknowledge its stake in education and training (Belcher, 1987) for young people, 
realizing that it is in danger of not getting the workers it needs. Public/private parmerships 
at the state and local level that will take advantage of the resources o f business, labor.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
64
education, government, and training programs are integral to the foundation of 
incorporating proper workplace literacy skills into today's labor force (Kolberg, 1987). 
However, it is important to recognize that business cannot exclusively meet the workforce 
literacy needs of the United States (BCEL, 1990). Chisman (1989) cautioned that business 
alone will not solve the basic skills problem, nor should they be expected to. "By and 
large, it is unreasonable to expect that we can meet the needs of the vast majority of the 
twenty million-plus [businesses] unless we are prepared to develop more adequate public 
programs" (p. 11).
The literature also suggested U.S. federal, state, and local governments should 
consider developing and promoting more school-employer linkages, particularly to expand 
combined education and work (Training Strategies, 1988). The Secretary of Labor and 
the Secretary of Education should also convene national committees of business, labor, 
education, and public representatives to define standards for preparation in a wide range of 
occupations (Commission on the Skills of the American Workforce, 1990).
Perhaps the best recommendation for solving the workplace basic skill deficiencies 
and bridging the gap between school and work comes from a model developed by Meister 
(1998). The author suggests that merging the goals of the individual employee, the 
corporation and the educational institution into one mutually beneficial three-way 
parmership works better than simply giving a list of requirements to education. Meister 
(1998) has developed a model that allows businesses to spell out the specific skills, 
knowledge and competencies needed for success in an industry by building state-of-the-art 
learning parmerships.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
65
It has been argued that skill does not necessarily distinguish the expert from the 
amateur, but the willingness to devote the time and countless hours of practice does 
(Ericsson, Krampe, and Tesc-Romer, 1993). Indeed, well-paying jobs have increasingly 
rigorous requirements for competencies and skills (Kolde, 1991). Employees with good 
skills, superior information about opportunities, and an overall high level of marketability 
may find that their job prospects are enhanced under the new market-oriented system; 
those who lack skills and information and are less marketable are already finding their 
prospects deteriorating (Cappelli et al., 1997, p. 219).
Finally, Toffler (1990) explained "Today, in the fast-changing, affluent nations, 
despite all the inequities of income and wealth, the coming struggle for power will 
increasingly turn into a struggle over the distribution of and access to knowledge" (p. 20). 
Hermstein and Murray (1994) argued that there is inevitably going to be a cognitive elite 
who will run the technologies. "If we do nothing cognitive skills will be in shorter supply 
and greater demand" and "not increasing these skills guarantees a lowering of our place in 
the competitive global village" (Hunt, 1995, p. 245-246).
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METHODOLOGY
Introduction
Identifying the critical basic skills for the 1990s “must be the foundation of 
training and educational programs for workers in the next decade" (Saved, 1991, p. 150). 
But, what are those skills and how should they be identified? Are the various workplace 
basic skills identified throughout the literature such as those described in the national 
SCANS (1991) report perceived by business and industry representatives in Southern 
Nevada to be any more or less necessary? Do employers in the Southern Nevada region 
have different perceptions of skill requirements and basic skill needs among their 
employees than those identified in the SCANS (1991) report at a national level?
The American Business Conference (n.d.) called on business to identify and 
communicate the skills and standards needed by potential employees to succeed in 
tomorrow’s workplace. A “more direct way to leam about the demand for workers’ skills 
is to ask employers directly about the skills they need (Cappelli et al., 1997, p. 157). 
Consequently, this smdy took a direct approach by specifically asking area employers, 
through the use o f a survey, whether they perceived the workplace basic skills identified in
66
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the SCANS (1991) report to be the same as those needed by entry level employees in 
Southern Nevada.
This chapter includes a discussion of the methodology used in the study. The 
applied research design, including the instrumentation, independent and dependent 
variables, population and sample size from which the data was be collected, as well as the 
research questions, will be described. A discussion of the methods used to collect and 
analyze the data, the significance of the study and its limitations will also be presented 
followed by a summary of the chapter.
Purpose of the Studv
The primary purpose o f this study was to describe the perceptions of Southern 
Nevada employers concerning the workplace basic skills and competencies identified by 
the Secretaries Commission on Achieving Necessary Skills (SCANS, 1991) and determine 
whether those skills were perceived to be necessary for entry-level employment. Its 
purpose was also to determine whether Southern Nevada businesses considered each of the 
SCANS (1991) skills and competencies as adequately identifying the competencies 
necessary for entry-level employment in their respective organizations. An additional 
objective determined whether Southern Nevada business representatives perceive their 
entry-level employees as sufficiently possessing SCANS (1991) skills and competencies 
and whether they considered these skills as necessary to their firm’s productivity and 
profitability. Finally, the purpose of the study was designed to determine whether a 
difference existed in the importance of SCANS skills and competencies based upon size
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and industrial classification of firms and the extent to which Nevada employers 
implemented their own workplace basic training programs.
Research Questions
This qualitative research design intended to yield a descriptive study that sought 
to answer the following questions:
1- Do Southern Nevada employers consider the workplace basic skills and 
competencies identified by the Secretaries Commission on Achieving Necessary Skills 
(SCANS, 1991) to be necessary skills and competencies for entry-level employment?
2- Do the workplace basic skills and competencies identified in the SCANS (1991) 
report adequately identify the skills necessary for entry level employment in Southern 
Nevada Businesses?
3- Do Southern Nevada employers perceive their entry-level employees as 
sufficiently possessing the skills and competencies identified in the SCANS (1991) report?
4- How important are the SCANS (1991) workplace basic skills and competencies 
among entry-level employees to a firm’s productivity in Southern Nevada?
5- How important are the SCANS (1991) workplace basic skills and competencies 
among entry level employees to a firm’s profitability in Southern Nevada?
6- Have business and industry in Southern Nevada implemented their own 
workplace basic skills training programs?
7- Is there a difference in the importance of SCANS skills and competencies 
among Nevada firms based upon size in terms of the number of employees?
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8- Is there a difference in the importance of SCANS skills and competencies 
among Nevada firms based upon and industrial classification?
Instrumentation
Based upon the non-availability o f a suitable instrument specific to the purpose of 
the study, an instrument was constructed. Survey questions were drawn from the SCANS
(1991) competency and skill listings and incorporated directly into the instrument. Since 
SCANS (1991, p. ix) issued a challenge to "test their conclusions" without adequately 
providing a subsequent and appropriate instrument, a questionnaire was developed based 
upon Babbie's (1995) suggested guidelines for writing effective questions. The 
questionnaire was designed to ascertain employer’s perceptions of the importance of the 
skills and competencies needed by entry-level employees.
Direct measures are generally considered a valid approach to understanding job 
skill (Spenner, 1990). Moreover, Gall, Borg, and Gall (1996) submitted that a 
"questionnaire that measures attitudes generally must be constructed as an attitude scale" 
(p. 297). Consequently, a Likert-type scale was used to measure responses because scales 
"allow fairly accurate assessments of beliefs o r opinions " (McMillan and Schumacher, 
1997, p. 256). Respondents were presented with a limited number of choices based upon 
whether employers consider the SCANS (1991) skills and competencies as necessary skills 
for entry-level employment using an ordinal scale ranging from 1 to 5. A response of 1 
equaled “unnecessary,” 2 “somewhat uimecessary,” 3 “neutral,” 4 “somewhat 
necessary,” and 5 “necessary.” An "undecided" or "neutral" choice was used, but
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carefully observed given that "respondents have a tendency to cluster evidences in the 
middle category" (McMillan and Schumacher, 1997, p. 258).
The final version of the instrument (see Appendix 2) was designed to obtain the 
requested information for analysis with five competency domains and three skill domains. 
Questions 1 through 6 addressed SCANS "resource competencies" domain while questions 
7 to 14 dealt with the "interpersonal competencies" domain, 15 through 20 "information 
competencies" domain, 21 to 25 "systems competencies" domain and 26 through 30 
"interpersonal competencies" domain. (Questions 31 to 52 involved the importance 
employers give to SCANS "basic reading, writing, computation, and communication 
skills" domain, the "thinking skills" domain and the "personal quality skills" domain. 
Questions 53 and 54 asked Southern Nevada employers how important the SCANS 
workplace basic skills and competencies among their entry-level employees were to their 
respective firm's productivity and profitability. The survey questionnaire concluded with 
whether employers perceive that the SCANS (1991) report adequately identifies the skills 
necessary for entry level employment in their organization and if employers have 
implemented their own workplace basic training programs.
Instrumentation Validation 
This instrument was developed using the same skills and competencies identified in 
the Secretaries Commission on Achieving Necessary Skills (SCANS, 1991). Sponsored by 
the U.S. secretary of labor, the report of 31 eminent representatives of business, labor, 
education and government addressed specifically what readiness for work required (Joyce 
and Voytek, 1996, p. 31). The SCANS report for America 2000, What Work Requires of
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Schools. (Secretary’s Commission on Achieving Necessary Skills, 1991) identified three 
"foundation skills" (basic reading, writing, and mathematics; thinking skills; and personal 
qualities), plus five "workplace skills" related to technology, systems, information, 
interpersonal relations and use of resources. The SCANS report further defined effective 
job performance as being able to: identify, organize, plan and allocate resources; work 
with others; acquire and use information; understand complex interrelated systems; and 
work with a variety of technologies. In developing the instrument, the language of the 
SCANS (1991) report was incorporated into the questionnaire, thus establishing content 
validity.
For purposes of improving upon content validity, the final version of the survey 
was distributed for review among members of the Southern Nevada Parmership’s School- 
to-Careers oversight committee in Las Vegas. The 46 member oversight committee is 
made up of experts in the field of education, public sector authorities, occupational 
experts, and business and industry representatives in Southern Nevada. The committee 
was asked to answer the questions in the survey, comment on whether any difficulties 
understanding the survey questions existed, and asked to suggest any aspects of the 
competencies and/or skills that needed to be modified, added or deleted. This process was 
necessary in order to obtain a degree of consensus from a heterogeneous group of 
workplace experts in the field. Based upon feedback from the committee, the instrument 
was slightly modified to reflect the individual, subjective judgments of the reviewers.
In addition to content validity, a statistical test of reliability for internal consistency 
and homogeneity of the instrument was conducted by applying Cronbach’s coefficient 
alpha (Cronbach, 1951) method using the 8.0 version of SPSS for each of the five
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competency domains and the three basic skill domains. It is generally desirable to have 
alpha coefficients of at least 0.80, but coefficients in the high 0.60s or low 0.70s may be 
acceptable with shorter tests (Bishop, 1998) as is the case with this questionnaire having 
less questions in each of the eight domains. The results o f this test produced an alpha 
coefficient of .7559 (see Table 1).
Table I
Reliability Analvsis - Scale(alnha)
Question Mean Std Dev Cases
1. RESOUROl 3.5000 1.2432 12.0
2. RESOUR02 1.9167 .9003 12.0
3. RESOUR03 3.0000 1.1282 12.0
4 . RESOÜR04 2.3333 1.0731 12.0
5 . IMTERP07 4.4167 .7930 12.0
6. INTERP08 2.2500 . 8 660 12.0
7 . INTERP09 4.2500 .9653 12.0
8 . INTERPIO 2.0833 .9003 12.0
9. INTERPll 2.0833 . 668 6 12.0
10. INTERP12 4.3333 .6513 12.0
11. INFORMIS 3.5833 1.1645 12.0
12. INF0RM16 3.7500 1.2154 12.0
13. INF0RM17 3.5833 .9003 12.0
14 . INFORMIS 3.7500 1.2154 12.0
15. SYSTEM21 1.9167 .9003 12.0
16. SYSTEM22 1.7500 .8660 12.0
17. SYSTEM23 1.9167 .7930 12.0
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18. TECH26 2.7500 1.3568 12.0
19. TECH27 2.7500 1.1382 12.0
20. TECH28 2.0833 1.0836 12.0
21. BASIC31 4.9167 .2887 12.0
22. BASIC32 3.9167 1.0836 12.0
23. BASIC33 4.0000 .8528 12.0
24 . BASIC34 4.9167 .2887 12.0
25. BASIC35 4.3333 . 8876 12.0
26. TKINK38 3.1667 .7177 12.0
27. THINK3 9 3.2500 .8660 12.0
28 . THINK4 0 3.5000 .9045 12.0
29. THINK41 3.2500 .9653 12.0
30. THINK4 2 4.0833 . 6686 12.0
31. TF.INK4 3 3.7500 .8660 12.0
32. PERSON4 6 4.3333 .7785 12.0
33. PERSON47 3.9167 . 9003 12.0
34 . PERSON4 8 4.1667 .7177 12.0
35. PERSON4 9 3.6667 .8876 12.0
36. PERSON50 4.7500 . 6216 12.0
37. PRODUCT 4.3333 . 8876 12.0
38 . PROFIT 4.3333 . 9847 12.0
Note. N Cases = 12.0. Reliability Coefficients 38 items. Alpha = .7559, Standardized item alpha = .7615
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Sample
The population under consideration for this study was private sector firms in 
southern Nevada which employ I to 249 personnel. Addresses o f employers were 
obtained from the Southern Nevada Business Directory developed by the Center for 
Business and Economic Research (1998) at the University o f  Nevada Las Vegas. The 
database includes firms located in Southern Nevada listed by Standard Industrial 
Classification (SIC) code and is current as o f February 1998. The database obtained from 
the Center for Business and Economic Research contains approximately 23,714 business 
addresses divided into the 11 major SIC code classifications (see table 2). The database 
also categorizes business by size in terms o f number o f employees and assigns an 
employment code (see table 3). Based upon the 11 classification categories and 
employment codes identifying businesses with 1 to 249 employees, a 20% stratified 
random sample o f the firms in each classification SIC category was selected for study. 
However, those businesses with over 250 employees were omitted from the study 
because the frequency o f  businesses in Southern Nevada with over 250 employees 
represent only a small percentage o f the cumulative percent. Stratifying the population 
allows results to be compared between subgroups and is more efficient than simple 
random sampling (McMillan and Schumacher, 1997).
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Table 2
Total Number o f Employers bv Major SIC Division in Southern Nevada
Major SIC Category SIC Code Frequency Percent o f  
Employers
Cumulative
Percent
Agriculture, forestry, 
and fishing
0111-0912 429 1.80% 1.80%
Mining 1000-1499 49 0.20% 2.00%
Construction 1500- 1799 2429 10.20% 12.30%
Manufacturing 2013-3999 861 3.60% 15.90%
Transportation, 
communication, electric, 
gas and sanitary
4110-4971 1019 4.30% 20.20%
Trade 5000 - 5999 6924 29.20% 49.40%
Finance, insurance, and 
real estate
6000 - 6799 2949 12.40% 61.80%
Services 7000 - 8999 8829 37.20% 99.10%
Public administration 9131 -9721 80 0.30% 99.40%
Nonclassifiable 9990 - 9999 145 0.60% 100%
TOTAL 23,714 100%
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Table 3
Total Number of Employers bv Size o f Business
Number of Employees Frequency Percent o f Employers Cumulative
Percent
No Employees 1870 7.90% 7.90%
1 -  4 Employees 9876 41.60% 49.50%
5 - 9  Employees 4685 19.80% 69.30%
10—19 Employees 3272 13.80% 83.10%
20 — 49 Employees 2422 10.20% 93.30%
50 -  99 Employees 843 3.60% 96.90%
100 -  249 Employees 486 2.00% 98.90%
250 -  499 Employees 139 0.60% 99.50%
500 -  999 Employees 46 0.20% 99.70%
1000 or more Employees 75 0.30% 100%
TOTAL 23,714 100%
Design of the Studv
This descriptive study utilized mail survey data to determine whether Southern 
Nevada employers consider the workplace basic skills identified in the SCANS (1991) 
report as necessary prerequisites for entry level employment in Southern Nevada. This 
method was chosen because surveys "are used frequently in business, politics, 
government, sociology, public health, psychology, and education because accurate 
information can be obtained for large numbers o f  people" and "are adaptable to a wide 
range of uses" (McMillan and Schumacher, 1997, p. 296).
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The School-to-Careers (STC) Professional Development Center incured most of 
the direct expenses for this survey. The study helped to fulfill the objectives outlined in the 
Centers' STC annual benchmarks and is an allowable activity under the School-to-Work 
Opportunities Act (STWOA, 1994), Section 215, Use of Amounts, Section (b)(4) 
Allowable activities.
Variables
There are at least five dependent variables in this study which include the 
following:
1. Respondents' perception on how important the SCANS (1991) skills and 
competencies are to entry-level employment.
2. Respondents' perception on whether current entry-level employees possess the 
identified SCANS (1991) skills and competencies.
3. Respondents' perception on whether the SCANS (1991) skills and competencies 
are necessary for entry-level employment.
4. Respondents' perception on how important the SCANS (1991) skills and 
competencies are to respondent firms' productivity and profitability.
5. The extent to which businesses have implemented their own workplace basic 
training programs.
The following four independent variables with attending details were selected for 
inclusion in this study:
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1. Size of organization based upon number of employees with five categories: 1-4,
5-9, 10-19, 20-49, and 50-99. These five categories make up 96.9 cumulative percent of 
the businesses in Southern Nevada (Center for Business and Economic research, 1998).
2. Industrial classification as defined by the Standard Classification Manual 
prepared by the U.S. Office of management and budget with 10 categories.
3. SCANS (1991) competencies with 5 categories; resource, interpersonal, 
information, systems, and technology.
4. SCANS (1991) skills with three categories; basic, thinking, and personal
quality.
Data Collecting Procedures
The survey was conducted according to the steps outlined in (McMillan and 
Schumacher, 1997). This method involves defining purpose and objectives, selecting a 
target population, developing techniques for gathering data, sampling, creating a proper 
letter of transmittal, and sending follow-up letters to increase response rates. Dillman 
(1978) suggested a three-phase follow-up sequence to obtain a high survey response rate. 
A modified version of this procedure as outlined in Creswell (1994) was used instead. 
These steps include: (a) an initial mailing o f the complete instrument, (b) a second mailing 
of a postcard as a reminder to complete and send in the questionnaire (p. 122).
A letter of transmittal (see Appendix 2) introducing the questionnaire to the 
respective firm's human resource manager printed on University of Nevada Las Vegas 
(UNLV) School-to-Career Professional Development Center legal size letterhead was used 
for the initial mailing in order to enhance the credibility of the study. A subsequent
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mailing and a reminder was not performed to enhance return success because of the large 
sample and because of cost prohibitions. Gall et al., (1996) declared that "the inferential 
leap from sample to the accessible population presents no problem if  a random sample of 
the accessible population was obtained" (p. 221), as was the case for this study. Since the 
population and sample was randomized and so large, "the researcher can take a 
progressively smaller percentage o f  subjects from the population" (McMillan and 
Schumacher, 1997, p. 177) and generalize them to the entire population.
Data collected from the returned questionnaires were coded and entered into the 
Statistical Program for the Social Sciences (SPSS, 1997) for a descriptive analysis. 
Collected data indicated the mean, standard deviations, and range o f scores for the 
dependent variables. Data presentations were offered using relevant tables and 
appropriate narrative interpretations and have been provided to enhance understanding of 
the related material. Table 4 represents the frequency o f  firms selected for survey after a 
randomly selecting 20% o f the employer population in Southern Nevada.
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Table 4
Frequency o f Firms Selected for Survey After a 20% Stratified Random Sample
SIC Category Number o f Employees Total
1-4 5-9 10-19 20-49 50-99 100-249
I. Agriculture, forestry, and 
fishing.
32 22 19 7 2 1 83
2. Mining. 5 5 4 1 - 1 16
3. Construction. 146 106 80 80 35 24 471
4. Manufacturing. 58 41 25 28 11 6 169
5.Transportation, 
communication, electric, gas, 
& sanitary.
78 32 20 12 5 7 169
6. Wholesale Trade. 144 73 36 43 7 3 306
7. Retail Trade. 311 295 243 170 61 30 1110
8. Finance, insurance, and real 
estate.
345 112 81 40 7 6 591
9. Services. 949 373 234 152 48 29 1785
10. Public Administration. 1 1 - - - - 2
11. Non-classifiable 
establishments.
18 3 1 1 - - 23
Total 2087 1063 743 534 176 107 4710
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Analysis o f  Collected Data
The purpose o f this study was to determine whether Southern Nevada employers 
perceive the SCANS (1991) workplace basic skills and competencies as necessary for 
entry-level employment within their respective organizations. The study followed an ex- 
post-facto design (Kerlinger, 1973) where there is no “direct control of independent 
variables because their manifestations have already occurred or they are inherently not 
manipulable” (p. 279). In addition to descriptive frequency data, the analysis o f variance 
(ANOVA), one-way classification, was used as a method for testing the equality of K 
population means for the independent variables of size o f  business (5 levels), and 
industrial classification (10 levels). Hinkle, Wiersma, and Jurs (1994) explained that 
using one-way ANOVA, the equality o f population means can be tested simultaneously 
while maintaining the pre-established Type I error rate at an appropriate pre-established 
level (p. 347).
A significant difference between the K population means for the independent 
variable o f industrial classification (10 levels) was found, F(9, 404) = 4.540 > Fcv (1.88), 
P < .05. Consequently, the Scheffe post hoc multiple comparison test was used to 
determine which pairs or combinations o f  means are not equal. "The Scheffe method" 
declared Hinkle, Wiersma, and Jurs (1994), "is the most versatile and at the same time 
the most conservative post hoc multiple comparison procedure" (p. 366).
Significance of the Studv
If it can be determined that employers in Southern Nevada believe the skills 
identified in the national SCANS report are necessary for entry-level employment, it will
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assist in the development o f relative educational curriculum that will aid Southern Nevada 
students in their transition from school to work. Determining the components of 
workplace basic skills may help educators gain a better understanding of employer’s needs 
and further the ability of education and training institutions to deliver what they require 
(Joyce and Voytek, 1996). Since researchers have found a positive correlation between the 
basic skills o f a firm’s workforce and its ability to improve productivity (Joyce and 
Voytek, 1996), businesses are more than likely to benefit from such an endeavor. The 
development o f workplace basic curriculum enhanced by employer input could also better 
assist students in their transition from school to work.
Limitations
The results of the study may be affected by the following limitations:
1- Studying the perceptions of southern Nevada employers regarding the 
importance of SCANS workplace basic skills was restricted to the geographic boundaries 
of Clark County and can only be generalized to the responding employers. Thus, the 
generalizability of the findings to all southern Nevada employers and employers in other 
parts of the region or country is limited.
2- The study is also limited in that the response rate was less than 100 percent 
based upon the willingness of businesses to respond to the survey. Moreover, the survey 
may not have reached human resource managers in all cases as intended. This may have 
created a limitation where the true opinions of the con^)any may not have been adequately 
represented.
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3- It is further possible that respondents may have had pre-conceived notions about 
the much advertised "skills gap" and the educational ability of current high school 
graduates, thus limiting the objectivity of the respondent. Consequently, the findings of 
this study may be subject to other interpretations.
4- A fourth limitation involves respondents being forced to choose from among the 
alternatives provided in the survey instrument, which may have limited the quality of 
information that they were able to provide.
Summarv
This chapter focused upon the methodology that was incorporated into the study, 
including the proposed instrumentation, instrument validation, identification of both 
independent and dependent variables, population and sample size from which the data was 
collected, as well as the research questions that were addressed. A discussion of the 
methods used to collect and analyze the data, the significance of the study and its 
limitations was also presented. It was noted that this descriptive research design seeks to 
analyze responses from Southern Nevada employers regarding the importance of the 
SCANS (1991) workplace basic skills and competencies for entry-level employment and 
whether businesses believe the SCANS report adequately identifies workplace basic skills.
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DATA PRESENTATION AND STUDY RESULTS 
Introduction
The primary purpose of this study was to describe the perceptions o f Southern 
Nevada employers concerning the workplace basic skills and competencies identified by 
the Secretaries Commission on Achieving Necessary Skills (SCANS, 1991) and determine 
whether those skills were perceived to be necessary for entry-level employment. Its 
purpose was also to determine whether Southern Nevada businesses considered each of the 
SCANS (1991) skills and competencies as adequately identifying the competencies 
necessary for entry-level employment in their respective organizations. An additional 
objective determined whether Southern Nevada business representatives perceive their 
entry-level employees as sufficiently possessing SCANS (1991) skills and competencies 
and whether they considered these skills as necessary to their firm’s productivity and 
profitability. Finally, the purpose of the study was designed to determine whether there is 
a difference in the importance of SCANS skills and competencies based upon size and 
industrial classification of firms and ± e  extent to which Nevada employers have 
implemented their own workplace basic training programs. This chapter describes the 
response rate to the mailed questionnaire and the fi'equency of the respondents answers to
84
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the survey questions. It also includes a review of the research methodology and 
summarizes the answers to the research questions.
Methodologv/Instrumentation
Spenner (1990) proposed that direct measures are generally considered a valid 
approach to understanding job skill. Moreover, Gall, Borg, and Gall (1996) submitted that 
a "questionnaire that measures attitudes generally must be constructed as an attitude scale" 
(p. 297). Consequently, a customized questionnaire was developed using a Likert-type 
scale to measure responses because scales "allow fairly accurate assessments of beliefs or 
opinions" (McMillan and Schumacher, 1997, p. 256). Respondents were presented with a 
limited number of choices based upon whether employers consider the SCANS (1991) 
skills and competencies as necessary skills for entry-level employment using an ordinal 
scale ranging from 1 to 5. A response of 1 equaled “unnecessary,” 2 “somewhat 
unnecessary,” 3 “neutral,” 4 “somewhat necessary,” and 5 “necessary.” An "imdecided" 
or "neutral" choice was used, but carefully observed given that "respondents have a 
tendency to cluster evidences in the middle category" (McMillan and Schumacher, 1997, 
p. 258).
The final version of the instrument (see Appendix 2) was designed to obtain the 
requested information for analysis with five competency domains and three skill domains. 
Questions 1 through 6 addressed SCANS "resource competencies" domain while questions 
7 to 14 dealt with the "interpersonal competencies" domain, 15 through 20 "information 
competencies" domain, 21 to 25 "systems competencies" domain and 26 through 30 
"interpersonal competencies" domain, (gestions 31 to 52 involved the importance
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employers give to SCANS "basic reading, writing, computation, and communication 
skills" domain, the "thinking skills" domain and the "personal quality skills" domain. 
Questions 53 and 54 asked Southern Nevada employers how important the SCANS 
workplace basic skills and competencies among their entry-level employees were to their 
respective firm’s productivity and profitability. The survey questionnaire concluded with 
whether employers perceive that the SCANS (1991) report adequately identifies the skills 
necessary for entry level employment in their organization and if employers have 
implemented their own workplace basic training programs.
Response Rate and Frequencies 
Responses to the questionnaire were received from surveys that were mailed to 
businesses in Southern Nevada from December 1998 through February 1999. A large 
sample of 4,710 employers, 20% of the entire employer population, was selected because 
"The general rule in determining sample size is to use the largest sample possible, since 
the larger the sample the more representative it will be of the population" (McMillan and 
Schumacher, 1997, p. 172). The sample was randomly selected from a database of 
employers provided by the Center for Business and Economic Research (1998) at the 
University of Nevada Las Vegas. Creswell (1994) explained that "Undoubtedly the 
random sample is the most rigorous, enabling one to generalize the findings of a study to 
the entire population" (p. 121).
Because of the large sample population, it was cost prohibitive to send follow-up 
questiormaires and reminder cards to 4,710 employers. Although the frequency of 
returned siuweys included 415 respondents (see table 5), Gall et al., (1996) declared that
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"the inferential leap from sample to the accessible population presents no problem if a 
random sample of the accessible population was obtained" (p. 221), as was the case for 
this study. Since the population and sample was randomized and so large, "the researcher 
can take a progressively smaller percentage of subjects from the population" (McMillan 
and Schumacher, 1997, p. 177) and generalize them to the entire population.
A number of surveys were returned by the post office as undeliverable. This was 
due to insufficient address, addressees having moved and other similar problems. Out of 
4,710 mailed surveys, 471 remained undeliverable. It is assumed 4,243 surveys reached 
their destination after deducting the undeliverable surveys from the total sample size. 
Returned surveys represented 1.7% of the entire population of Southern Nevada 
employers.
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Table 5
Survey Response Frequencies Based Upon SIC Classification and Size o f  Business
Number o f  Employees Total
1-4 5-9 10-19 20-49 50-99 100-249
I. Agriculture, forestry, 
and fishing.
3 2 5 2 1 - 13
2. Mining. 1 1 - - - - 2
3. Construction. 9 10 8 14 3 2 46
4. Manufacturing. 6 2 3 6 1 1 19
5 .T ransportation, 
communication, electric, 
gas, & sanitary.
10 3 6 5 2 1 27
6. Wholesale Trade. 9 9 7 9 2 - 36
7. Retail Trade. 8 20 18 11 5 2 64
8. Finance, insurance, and 
real estate.
36 12 10 6 2 3 69
9. Services. 42 37 28 16 8 5 136
10. Public Administration. 1 1 - - - - 2
11. Nonclassifiable 
establishments.
1 - - - - - 1
Total 126 97 85 69 24 14 415
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Research Questions
The quantitative research design applied yielded a descriptive study that sought to 
answer the following questions taken from a sample o f employers in Southern Nevada:
1- Do Southern Nevada employers consider the workplace basic skills and 
competencies identified by the Secretaries Commission on Achieving Necessary Skills 
(SCANS, 1991) to be necessary skills and competencies for entry-level employment? 
(Tables 6 through 41 represents the frequency of employers responding to the importance 
of each SCAN competency and skill to entry-level employment based upon an ordinal 
scale ranging from 1 to 5. A response of 1 equaled “unnecessary,” 2 “somewhat 
unnecessary,” 3 “neutral,” 4 “somewhat necessary,” and 5 “necessary”).
Table 6
The Necessitv of Goal-relevant Competencies to Entrv-level emolovment
Frequency Percent Vahd Percent Cumulative Percent
Not Very Important 29 7.0% 7.0% 7.0%
Somewhat Important 27 6.5% 6.5% 13.5%
Important 54 13.1% 13.1% 26.4%
Very Important 128 30.8% 30.8% 57.3%
Necessary 177 42.7% 42.7% 100%
Total 415 100% 100%
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Table 7
The Necessitv o f Budget-relevant Competencies to Entrv-level
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 130 31.3% 31.3% 31.3%
Somewhat Important 64 15.4% 15.4% 46.7%
Important 83 20.0% 20.0% 66.7%
Very Important 72 173% 17.3% 84.1%
Necessary 66 15.9% 15.9% 100%
Total 415 100% 100%
Table 8
The Necessitv o f Material-relevant Comnetencies to Entrv-level
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 48 11.6% 11.6% 11.6%
Somewhat Important 44 10.6% 10.6% 22.2%
Important 72 17.3% 17.3% 39.5%
Very Important 124 29.9% 29.9% 69.4%
Necessary 127 30.6% 30.6% 100%
Total 415 100% 100%
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Table 9
The Necessitv o f Assessment Competencies to Entrv-level Employment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 73 17.6% 17.6% 17.6%
Somewhat Important 52 12.6% 12.6% 30.4%
Important 81 19.5% 19.5% 49.9%
Very Important 115 27.7% 27.7% 77.6%
Necessary 93 22.4% 22.4% 100%
Total 415 100% 100%
Table 10
The Necessitv o f Team Building Competencies to Entrv-level Employment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 1 .2% .2% .2%
Somewhat Important 3 .7% .7% 1.0%
Important 8 1.9% 1.9% 2.9%
Very Important 57 13.7% 13.7% 16.6%
Necessary 346 83.5% 83.5% 100%
Total 415 100% 100%
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Table 11
The Necessitv o f Teaching Competencies to Entrv-level Employment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 28 6.9% 6.9% 6.9%
Somewhat Important 31 7.4% 7.4% 14.4%
Important 65 15.8% 15.8% 30.3%
Very Important 151 36.4% 36.4% 66.4%
Necessary 139 33.6% 33.6% 100%
Total 414 100% 100%
Table 12
The Necessitv o f Client/Customer Competencies to Entrv-level Employment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 11 2.7% 2.7% 2.7%
Somewhat Important 4 1.0% 1.0% 3.7%
Important 11 2.7% 2.7% 6.4%
Very Important 43 10.4% 10.4% 16.8%
Necessary 346 83.4% 83.4% 100%
Total 415 100% 100%
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Table 13
The Necessitv o f Leadership Competencies to Entrv-level Employment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 24 5.9% 5.9% 5.9%
Somewhat Important 36 8.7% 8.7% 14.5%
Important 79 19.0% 19.0% 33.5%
Very Important 154 37.1% 37.1.% 70.6%
Necessary 122 29.4% 29.4% 100%
Total 415 100% 100%
Table 14
The Necessary o f Negotiation Comnetencies to Entrv-level Emolovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 45 10.9% 10.9% 10.9%
Somewhat Important 48 11.6% 11.6% 22.5%
Important 81 19.6% 19.6% 42.0%
Very Important 147 35.4% 35.4% 77.5%
Necessary 93 22.5% 22.5% 100%
Total 414 100% 100%
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Table 15
The Necessitv of Diversity Competencies to Entrv-level Emplovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 7 1.7% 1.7% 1.7%
Somewhat Important 6 1.5% 1.5% 3.2%
Important 13 3.2% 3.2% 6.4%
Very Important 104 25.1% 25.1% 31.3%
Necessary 285 68.7% 68.7% 100%
Total 415 100% 100%
Table 16
The Necessitv of Information Evaluation Competencies to Entrv-level Employment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 9 2.2% 2.2% 2.2%
Somewhat Important 12 2.9% 2.9% 5.1%
Important 44 10.9% 10.9% 15.6%
Very Important 126 30.4% 30.4% 46.1%
Necessary 223 53.9% 53.9% 100%
Total 415 100% 100%
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Table 17
The Necessitv o f Information Maintenance Competencies to Entrv-level Emplovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 10 2.4% 2.4% 2.4%
Somewhat Important 7 1.7% 1.7% 4.1%
Important 33 8.0% 8.0% 12.16%
Very Important 124 29.9% 30.0% 42.0%
Necessary 240 57.8% 57.8% 100%
Total 415 100% 100%
Table 18
The Necessitv of Information Communication Competencies to Entrv-level Emplovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 9 2.2% 2.2% 2.2%
Somewhat Important 11 2.7% 2.7% 4.8%
Important 26 6.3% 6.3% 11.1%
Very Important 106 25.6% 25.6% 36.7%
Necessary 262 63.1% 63.1% 100%
Total 414 100% 100%
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Table 19
The Necessitv o f Information Processing Competencies to Entrv-level Emplovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 54 13.0% 13.0% 13.0%
Somewhat Important 18 4.3% 4.3% 17.4%
Important 46 11.1% 11.1% 28.5%
Very Important 106 25.6% 25-6% 54.1%
Necessary 190 45.8% 45.9% 100%
Total 415 100% 100%
Table 20
The Necessitv of Systems Comnetencies to Entrv-level Emolovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 49 11.8% 11.8% 11.8%
Somewhat Important 46 11.1% 11.2% 23.1%
Important 91 21.9% 21.9% 45.1%
Very Important 148 35.9% 35.9% 81.1%
Necessary 78 18.8% 18.9% 100%
Total 412 100% 100%
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Table 21
The Necessitv o f Systems Performance Competencies to Entrv-level Employment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 109 26.2% 26.4% 26.4%
Somewhat Important 66 15.9% 16.0% 42.5%
Important 97 23.5% 23.5% 66.0%
Very Important 96 23.1% 23.1% 89.3%
Necessary 44 10.6% 10.7% 100%
Total 412 100% 100%
Table 22
The Necessitv o f Systems Design Competencies to Entrv-level Employment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 103 24.9% 25.1% 25.1%
Somewhat Important 70 16.9% 16.9% 42.0%
Important 111 26.7% 26.9% 68.9%
Very Important 93 22.4% 22.6% 91.5%
Necessary 35 8.4% 8.5% 100%
Total 412 100% 100%
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Table 23
The Necessity o f  Technology Selection Competencies to Entry-level Employment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 111 26.7% 26.7% 26.7%
Somewhat Important 46 11.1% 11.1% 37.9%
Important 107 25.8% 25.8% 63.8%
Very Important 91 21.9% 22.0% 85.7%
Necessary 59 142% 14.3% 100%
Total 414 100% 100%
Table 24
The Necessitv o f  Technology Application Competencies to Entrv-level Emplovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 68 16.5% 16.5% 16.5%
Somewhat Important 43 10.4% 10.4% 26.8%
Important 73 17.6% 17.6% 44.4%
Very Important 129 31.1% 31.2% 75.6%
Necessary 101 24.3% 24.4% 100%
Total 414 100% 100%
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Table 25
The Necessitv o f Technology Troubleshooting Competencies to Entrv-level Employment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 110 26.5% 26.6% 26.6%
Somewhat Important 63 15.2% 15.2% 41.8%
Important 83 20.0% 20.0% 61.8%
Very Important 107 25.8% 25-8% 87.7%
Necessary 51 12.3% 12.3% 100%
Total 414 100% 100%
Table 26
The Necessitv of Reading Basic Skills to Entrv-level Emolovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 4 1.0% 1.0% 1.0%
Somewhat Important 4 1.0% 1.0% 1.9%
Important 18 4.3% 4.3% 6.3%
Very Important 76 18.3% 18.3% 24.6%
Necessary 313 75.4% 75.4% 100%
Total 415 100% 100%
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Table 27
The Necessitv o f Writing Basic Skills to Entrv-level Employment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 17 4.1% 4.1% 4.1%
Somewhat Important 28 6.7% 6.7% 10.8%
Important 49 11.8% 11.8% 22.7%
Very Important 91 21.9% 21.9% 44.6%
Necessary 230 55.4% 55.4% 100%
Total 415 100% 100%
Table 28
The Necessitv o f Mathematics Basic Skills to Entrv-level Emplovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 6 1.5% 1.5% 1.5%
Somewhat Important 20 4.7% 4.7% 6.2%
Important 29 7.0% 7.0% 13.3%
Very Important 103 24.8% 24.8% 38.1%
Necessary 257 61.9% 61.9% 100%
Total 415 100% 100%
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Table 29
The Necessitv of Listening Basic Skills to Entrv-level Emplovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 1 .2% .2% .2%
Somewhat Important 1 .2% .2% .5%
Important 3 .7% .7% 1.2%
Very Important 40 9.6% 9.6% 10.8%
Necessary 370 89.2% 89.2% 100%
Total 415 100% 100%
Table 30
The Necessitv of Sneaking Basic Skills to Entrv-level Employment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 1 .2% .2% .2%
Somewhat Important 6 1.4% 1.4% 1.7%
Important 18 4.4% 4.5% 5.9%
Very Important 75 18.1% 18.1% 24.2%
Necessary 314 75.8% 75.8% 100%
Total 414 100% 100%
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Table 31
The Necessitv o f Creative Thinking Skills to Entrv-level Emplovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 12 2-9% 2.9% 2.9%
Somewhat Important 28 6.7% 6.7% 9.6%
Important 82 19.8% 19.8% 29.4%
Very Important 186 44.8% 44.8% 743%
Necessary 107 25.8% 25.8% 100%
Total 415 100% 100%
Table 32
The Necessitv o f Decision-making Thinking Skills to Entrv-level Emolovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 21 5.2% 5.2% 5.2%
Somewhat Important 33 8.0% 8.0% 13.0%
Important 62 14.8% 14.8% 28.0%
Very Important 137 33.0% 33.0% 61.0%
Necessary 162 39.0% 39.0% 100%
Total 415 100% 100%
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Table 33
The Necessitv o f  Problem-solving Thinking Skills to Entrv-level Emplovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 11 2.7% 2.7% 2.7%
Somewhat Important 21 5.2% 5.2% 7.9%
Important 37 8.9% 8.9% 16.8%
Very Important 148 35-7% 35.7% 52.4%
Necessary 197 47.6% 47.6% 100%
Total 414 100% 100%
Table 34
The Necessity o f Conceptual Thinking Skills to Entry-level Employment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 20 4.8% 4.7% 4.7%
Somewhat Important 34 8.1% 8.1% 12.9%
Important 84 20.2% 20.3% 33.3%
Very Important 147 35.4% 35.5% 68.8%
Necessary 129 31.1% 31.1% 100%
Total 414 100% 100%
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Table 35
The Necessitv o f  L ea rn in g  Skills to Entrv-level Emplovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 5 1.2% 1.2% 1.2%
Somewhat Important 7 1.7% 1.7% 2.9%
Important 27 6.4% 6.4% 9.4%
Very Important 138 333% 333% 42.7%
Necessary 238 57.3% 57.3% 100%
Total 415 100% 100%
Table 36
The Necessitv of Reasoning Skills to Entrv-level Emolovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 11 2.7% 2.7% 2.7%
Somewhat Important 13 3.1% 3.1% 5.8%
Important 51 12.3% 12.3% 18.1%
Very Important 127 30.6% 30.7% 48.8%
Necessary 212 51.1% 51.1% 100%
Total 414 100% 100%
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Table 37
The Necessitv o f Responsibility Skills to Entrv-level Emplovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 2 .5% .5% .5%
Somewhat Important 4 1.0% 1.0% 1.4%
Important 11 2.7% 2.7% 4.1%
Very Important 102 24.6% 24.6% 28.7%
Necessary 295 71.1% 71.3% 100%
Total 414 100% 100%
Table 38
The Necessitv of Self-esteem Skills to Entrv-level Employment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 4 1.0% 1.0% 1.0%
Somewhat Important 9 2.2% 2.2% 3.1%
Important 23 5.7% 5.7% 8.7%
Very Important 111 26.7% 26.8% 35.5%
Necessary 267 64.3% 64.5% 100%
Total 414 100% 100%
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Table 39
The Necessitv of Social Skills to Entrv-level Emplovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 3 .7% .7% .7%
Somewhat Important 7 1.7% 1.7% 2.5%
Important 16 3.9% 3.9% 6.3%
Very Important 77 18.6% 18.6% 24.8%
Necessary 312 75.2% 75.2% 100%
Total 415 100% 100%
Table 40
The Necessitv of Self-manaeement Skills to Entrv-level Emplovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 0 0% 0% 0%
Somewhat Important 4 1.0% 1.0% 1.0%
Important 18 4.3% 4.3% 5.3%
Very Important 98 23.6% 23.6% 28.9%
Necessary 295 71.1% 71.1% 100%
Total 415 100% 100%
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Table 41
The Necessitv o f Ethical Qualities to Entrv-level Emplovment
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 0 0% 0% 0%
Somewhat Important 0 0% 0% 0%
Important 4 1.0% 1.0% 1.0%
Very Important 21 5.1% 5.1% 6.0%
Necessary 390 94.0% 94.0% 100%
Total 415 100% 100%
2- Do the workplace basic skills and competencies identified in the SCANS report 
adequately identify the skills necessary for entry level employment in Southern Nevada 
Businesses? (Table 42 represents the frequency o f employers responding to this question).
Table 42
SCANS as Adequatelv Identifying Skills Needed for Entrv-level Emolovment
Competency or Skill Yes Percent No Percent Frequency
SCANS Resource Competencies 249 60% 158 38.3% 407
SCANS Interpersonal Competencies 380 91.6% 34 8.2% 414
SCANS Information Competencies 359 86.5% 52 12.5% 411
SCANS Systems Competencies 219 52.8% 188 45.3% 417
SCANS Technology Competencies 226 54.5% 181 43.6% 414
SCANS Basic SkiUs 398 95.9% 16 3.9% 414
SCANS Thinking Skills 385 92.8% 23 5.5% 408
SCANS Personal Quality Skills 399 96.1% 12 2.9% 411
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3- The third research question entailed whether southern Nevada employers 
responding to the survey perceived their entry-level employees as sufficiently possessing the 
skills and competencies identified in the SCANS (1991) report (Table 43 represents the 
fi-equency o f employers responding to this question).
Table 43
Possession o f SCANS Skills and Competencies bv Entrv-level Employees
Competency or Skill Yes Percent No Percent Frequency
SCANS Resource Competencies 222 53.5% 188 45.3% 410
SCANS Interpersonal Competencies 270 65.1% 140 33.7% 410
SCANS Information Competencies 262 63.1% 144 34.7% 396
SCANS Systems Competencies 170 41.0% 237 57.1% 407
SCANS Technology Competencies 157 37.8% 249 60% 406
SCANS Basic Skills 284 68.4% 122 29.4% 406
SCANS Thinking Skills 249 60% 160 38.6% 409
SCANS Personal Quality Skills 274 66% 134 32.3% 408
4- The fourth research question involves how important are the SCANS (1991) 
workplace basic skills and competencies among entry-level employees to a firm’s 
productivity in Southern Nevada? (Table 44 represents the frequency o f employers 
responding to the importance o f SCANS skills and competencies to a firm’s productivity).
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Table 44
Importance o f SCANS Skills and Competencies to Productivity
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 8 1.9% 2.0% 2.2%
Somewhat Important 9 2.2% 2.2% 4.4%
Important 60 14.5% 14.6% 19.0%
Very Important 130 31.3% 31.7% 50.7%
Necessary 202 48.7% 49.3% 100%
Total 410 100% 100%
5- The fifth research question involved how important the SCANS (1991) 
workplace basic skills and competencies among entry level employees are to a firm’s 
profitability? (Table 45 represents the firequency o f employers in Southern Nevada 
responding to the question o f how important the SCANS (1991) workplace basic skills and 
competencies among entry level employees are to a firm’s profitability).
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Table 45
Importance of SCANS Skills and Competencies to Profitability
Frequency Percent Valid Percent Cumulative Percent
Not Very Important 7 1.7% 1.7% 2.0%
Somewhat Important 9 2.2% 2.2% 4.1%
Important 64 15.4% 15.6% 19.8%
Very Important 122 29.4% 29.8% 49.5%
Necessary 207 49.9% 50.5% 100%
Total 410 100% 100%
6- The sixth research question dealt with whether business and industry respondents 
in southern Nevada have implemented their own workplace basic skills training programs. 
(Table 46 represents the frequency o f employers responding to this question).
Table 46
Percentage of Respondents with Workplace Basic Training Programs
Frequency Percent Valid Percent Cumulative
Missing 5 1.2% 1.2% 1.2%
No 125 30.1% 30.1% 31.3%
Yes 285 68.7% 68.7% 100%
Total 415 100% 100%
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7- Research question number seven sought to determine whether a significant 
difference existed in the importance of SCANS skills and competencies among responding 
Nevada firms based upon size in terms of the number of employees. (Table 47: represents 
ANOVA for the mean scores on the employer survey based upon size of business). The F 
ration does not exceed the critical value at the .05 level of significance (F(df 5, 408) = 
1.347 <  Fcv (2.21), P >  .05) and therefore, a statistically significant difference does not 
exist among Nevada employers between the mean scores on the employer survey based 
upon size of business.
Table 47
ANOVA for Mean Scores of Survev Based Upon Size of Business.
Sum of Squares d f Mean Square F Sig.
Between Groups 2351.974 5 470.395 1.347 .244
Within Groups 142524.914 408 349.326
Total 144876.889 413
8- Finally, it was necessary to determine if a statistically significant difference 
existed regarding the importance of SCANS skills and competencies among responding 
Nevada firms based upon industrial classification. (Table 48: represents ANOVA for the 
mean scores on the employer siuwey based upon standard industrial classification). A
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significant difference between the K population means (. F(9, 404) = 4.540 > Fcv (1.88), 
P < .05) for the independent variable o f industrial classification (10 levels) was found.
Table 48
ANOVA for Mean Sores of Respondents Based on Standard Industrial Classification.
Sum of Squares df Mean Square F Sig.
Between Groups 13305.979 9 1478.442 4.540 -000
Within Groups 131570.910 404 325.671
Total 144876.889 413
Due to a statistically significant difference between the K population means based 
upon standard industrial classification, the Scheffe post hoc multiple comparison test was 
used to determine which pairs or combinations o f  means were not equal. "The Scheffe 
method" declared Hinkle, Wiersma, and Jurs (1994), "is the most versatile and at the 
same time the most conservative post hoc multiple comparison procedure" (p. 366). 
(Table 49 represents the results of the Scheffe post hoc multiple comparison test for the 
10 industrial classifications). After completing the post hoc multiple comparison 
procedure, it was revealed that a significant mean difference at the .05 level existed 
between the retail trade and service sectors. A significant mean difference also existed 
between the retail trade sector and the finance, insurance, & real estate sector.
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Table 49
Scheffe Post Hoc Multiple Comparison Test Based Upon Industrial Classification.
(1) SIC CODE (J) SIC CODE Mean 
Differenc 
e (l-J)
Std.
Error
Sig. 95%
Confidence 
Interval 
Lower Bound Uooer Bound
1 -Agriculture, 
forestry, & fishing
2- Mining -13.0962 10.318 .996 -55.7993 29.6070
3- Construction -.6288 5.668 1.000 -24.0879 22.8304
4- Manufacturing 3.7328 6.496 1.000 -23.1494 30.6149
5- Transportation, 
communication, 
electric, gas, & sanitary
-3.3846 6.130 1.000 -28.7541 21.9849
6- Wholesale Trade .3483 5.839 1.000 -23.8181 24.5147
7- Retail Trade 9.3413 5.490 .968 -13.3793 32.0620
8- Finance, insurance, 
& real estate
-5.8462 5.456 .999 -28.4274 16.7351
9- Services -4.3387 5.242 1.000 -26.0343 17.3569
10- Public 
Administration
25.4872 11.559 .845 -22.3500 73.3243
2- Mining 1- Agriculture, forestry, 
& fishing
13.0962 10.318 .996 -29.6070 55.7993
3- Construction 12.4674 9.407 .995 -26.4652 51.4000
4- Manufacturing 16.8289 9.928 .969 -24.2571 57.9150
5- Transportation, 
communication, 
electric, gas, & sanitary
9.7115 9.692 .999 -30.4011 49.8242
6- Wholesale Trade 13.4444 9.511 .991 -25.9184 52.8073
7- Retail Trade 22.4375 9.301 .757 -16.0546 60.9296
8- Finance, insurance, 
& real estate
7.2500 9.281 1.000 -31.1600 45.6600
9- Services 8.7575 9.157 1.000 -29.1387 46.6536
10- Public 
Administration
38.5833 13.783 .552 -18.4588 95.6255
3- Construction 1- Agriculture, 
forestry, & fishing
.6288 5.668 1.000 -22.8304 24.0879
2- Mining 12.4674 9.407 .995 -51.4000 26.4652
4- Manufacturing 4.3616 4.921 1.000 -16.0060 24.7291
5- Transportation, 
communication, 
electric, gas, & 
sanitary
-2.7559 4.428 1.000 -21.0806 15.5689
6- Wholesale Trade .9771 4.016 1.000 -15.6423 17.5964
7- Retail Trade 9.9701 3.488 .518 -4.4665 24.4067
8- Finance, 
insurance, & real 
estate
-5.2174 3.435 .985 -19.4336 8.9988
9- Services -3.7099 3.084 .997 -16.4726 9.0528
10-Public 26.1159 10.753 .749 -18.3877 70.6196
Administration
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4- Manufacturing
communication, 
electric, gas, & 
sanitary
6- Wholesale 
Trade
1- Agriculture, 
forestry, & fishing
-3.7328 6.496 1.000 -30.6149 23.1494
2- Mining -16.8289 9.928 .969 -57.9150 24.2571
3- Construction -4.3616 4.921 1.000 -24.7291 16.0060
5- Transportation, 
communication, 
electric, gas, & 
sanitary
-7.1174 5.447 .995 -29.6588 15.4240
6- Wholesale Trade -3.3845 5.117 1.000 -24.5628 17.7938
7- Retail Trade 5.6086 4.715 .998 -13.9038 25.1209
8- Finance, 
insurance, & real 
estate
-9.5789 4.676 .897 -28.9288 9.7709
9- Services -8.0715 4.424 .949 -26.3800 10.2371
10- Public 
Administration
21.7544 11.211 .925 -24.6449 68.1537
, 1- Agriculture, 
forestry, & fishing
3.3846 6.130 1.000 -21.9849 28.7541
2- Mining -9.7115 9.692 .999 -49.8242 30.4011
3- Construction 2.7559 4.428 1.000 -15.5689 21.0806
4- Manufacturing 7.1174 5.447 .995 -15.4240 29.6588
6- Wholesale Trade 3.7329 4.645 1.000 -15.4890 22.9548
7- Retail Trade 12.7260 4.197 .422 -4.6433 30.0953
8- Finance, 
insurance, & real 
estate
-2.4615 4.153 1.000 -19.6481 14.7250
9- Services -9541 3.867 1.000 -16.9592 15.0510
10- Public 
Administration
28.8718 11.004 .649 -16.6678 74.4114
1- Agriculture, 
forestry, & fishing
-3483 5.839 1.000 -24.5147 23.8181
2- Mining -13.4444 9.511 .991 -52.8073 25.9184
3- Construction -.9771 4.016 1.000 -17.5964 15.6423
4- Manufacturing 3.3845 5.117 1.000 -17.7938 24.5628
5- Transportation, 
communication, 
electric, gas, & 
sanitary
-3.7329 4.645 1.000 -22.9548 15.4890
7- Retail Trade 8.9931 3.760 .767 -6.5665 24.5526
8- Finance, 
insurance, & real 
estate
-6.1944 3.710 .972 -21.5497 9.1608
9- Services -4.6870 3.388 993 -18.7073 9.3334
10- Public 
Administration
25.1389 10.845 .800 -19.7416 70.0194
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7- Retail Trade 1- Agriculture, -9.3413 5.490 .968 -32.0620 13.3793
forestry, & fishing 
2- Mining -22.4375 9.301 .757 -60.9296 16.0546
3- Construction -9.9701 3.488 .518 -24.4067 4.4665
4- Manufacturing -5.6086 4.715 .998 -25.1209 13.9038
5- Transportation, -12.7260 4.197 .422 -30.0953 4.6433
communication, 
electric, gas, & 
sanitary 
6- Wholesale -8.9931 3.760 .767 -24.5526 6.5665
Trade 
8- Finance, -15.1875* 3.132 .006 -28.1488 -2.2262
insurance, & real
estate
9- Services -13.6800* 2.742 .004 -25.0283 -2.3318
10- Public 16.1458 10.660 .986 -27.9730 60.2647
8- Finance,
Administration 
1- Agriculture, 5.8462 5.456 .999 -16.7351 28.4274
insurance, & real forestry, & fishing 
estate
2- Mining -7.2500 9.281 1.000 -45.6600 31.1600
3- Construction 5.2174 3.435 .985 -8.9988 19.4336
4- Manufacturing 9.5789 4.676 .897 -9.7709 28.9288
5- Transportation, 2.4615 4.153 1.000 -14.7250 19.6481
communication, 
electric, gas, & 
sanitary 
6- Wholesale 6.1944 3.710 .972 -9.1608 21.5497
Trade
7- Retail Trade 15.1875* 3.132 .006 2.2262 28.1488
9- Services 1.5075 2.674 1.000 -9.5590 12.5739
10- Public 31.3333 10.643 .470 -12.7139 75.3806
9- Services
Administration 
1 - Agriculture, 4.3387 5.242 1.000 -17.3569 26.0343
forestry, & fishing 
2- Mining -8.7575 9.157 1.000 -46.6536 29.1387
3- Construction 3.7099 3.084 .997 -9.0528 16.4726
4- Manufacturing 8.0715 4.424 .949 -10.2371 26.3800
5- Transportation, .9541 3.867 1.000 -15.0510 16.9592
communication, 
electric, gas, & 
sanitary 
6- Wholesale 4.6870 3.388 .993 -9.3334 18.7073
Trade
7- Retail Trade 13.6800* 2.742 .004 2.3318 25.0283
8- Finance, -1.5075 2.674 1.000 -12.5739 9.5590
insurance, & real
estate
10 -Public 29.8259 10.535 .534 -13.7740 73.4257
Administration
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10- Public 
Administration
1- Agriculture, -25.4872 11.559 .845 -73.3243
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22.3500
forestry, & fishing 
2- Mining -38.5833 13.783 .552 -95.6255 18.4588
3- Construction -26.1159 10.753 .749 -70.6196 18.3877
4- Manufacturing -21.7544 11.211 .925 -68.1537 24.6449
5- Transportation, -28.8718 11.004 .649 -74.4114 16.6678
communication, 
electric, gas, & 
sanitary 
6- Wholesale -25.1389 10.845 .800 -70.0194 19.7416
Trade
7- Retail Trade -16.1458 10.660 986 -60.2647 27.9730
8- Finance, -31.3333 10.643 .470 -75.3806 12.7139
insurance, & real
estate
9- Services -29.8259 10.535 .534 -73.4257 13.7740
Note. The symbol * denotes that the mean difference is significant at the .05 level.
As a result o f post hoc multiple comparisons revealing a significant mean 
difference between the retail trade and service sectors and the retail trade sector and the 
finance, insurance, & real estate sector, an item analysis with respect to scores was 
conducted to determine where the difference resided. An examination o f the importance 
respondents from these three sectors gave to each SCAN competency and skill was 
performed in order to compare the relative difference (see tables 50 and 51).
The item analysis comparison revealed that the most notable differences between 
the retail trade sector and the service sector involved technology, information, and 
systems competencies. The service sector placed more emphasis on the importance of 
these competencies for entry-level employment than did the retail trade sector. A possible 
explanation for this difference may include the notion that the service sector (which 
includes the medical and legal profession, education, engineering, accounting, and 
management services) has more sophisticated entry-level employment needs than does 
the retail trade sector. Technology, information, and systems competencies are also 
generally viewed as a more complex set o f skills and may be less appropriate for entry-
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level employment in the retail trade sector. For example. Hunt (1995) insisted that within 
the service sector, the "explosive growth has come in information processing" (p. 37).
The Center for Business and Economic Research (1998) defines retail trade as 
“food stores...eating and drinking places... gasoline service stations” and “other 
miscellaneous retail stores” (p. vii). Hunt (1995) pointed out that some writers argue 
retail jobs are becoming "deskilled" in the sense that tasks are becoming more automated 
with technology, which in turn require less thinking skills on the part o f  entry-level 
employees (p. 33).
The comparison also revealed that the finance, insurance, and real estate sector placed 
more emphasis on information, technology, and systems competencies, in addition to 
thinking skills, than did the retail trade sector. The finance, insurance, and real estate 
sector, as evidenced in this study, requires more sophisticated skills for entry-level 
employment. The literature supports this presumption by revealing that three out of the 4 
fastest growing occupational groups will be executive, administrative, and managerial; 
professional specialty; and technicians (U.S. Department of Labor, 1994). Professional 
specialty occupations are projected to increase by nearly five million workers between 
1996 and 2006 (Postrel, 1998). "These occupations generally require the highest levels of 
education and skill, and will make up an increasing proportion of new jobs (U.S. Dept, of 
Labor, 1994). They are "projected to make up about 36% of the total work force by 2006, 
or about 54 million jobs, a jump from about 30% in 1996" (Postrel, 1998, p. A5). What 
all these jobs have in common, regardless o f their educational requirements, are specific 
skills. "In short, they employ knowledge workers" (p. A5).
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Table 50
SC A N  Skill Item A nalysis Between Retail Trade and Service Sectors
Competency or Skill Retail Trade 
M ean
Service Sector 
Mean
Difference
SCANS Resource Competencies 3.0 3.57 -.57
SCANS Interpersonal Competencies 4.2 4.25 -.05
SCANS Information Competencies 3.7 4.41 -.71
SCANS Systems Competencies 2.49 3.16 -.67
SCANS Technology Competencies 2.46 3.19 -.73
SCANS Basic Skills 4.42 4.55 -.13
SCANS Thinking Skills 3.57 4.16 -.59
SCANS Personal Quality Skills 4.68 4.68 0
Table 51
SC A N  Skill Item A nalysis Between Retail Trade and Finance Sectors
Competency or Skill Retail Trade 
M ean
Finance Sector 
Mean
Difference
SCANS Resource Competencies 3.0 3.56 -.56
SCANS Interpersonal Competencies 4.2 4.17 .03
SCANS Information Competencies 3.7 4.5 -.80
SCANS Systems Competencies 2.49 3.13 -.64
SCANS Technology Competencies 2.46 3.16 -.70
SCANS Basic Skills 4.42 4.66 -.24
SCANS Thinking SkiUs 3.57 4.25 -.68
SCANS Personal Quality Skills 4.68 4.7 -.02
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Summary
This chapter described the responses to the questionnaire that were received from 
surveys mailed to businesses in Southern Nevada from December 1998 through February 
1999. A large sample of 4,710 employers, 20% of the entire employer population, was 
selected because "The general rule in determining sample size is to use the largest sample 
possible, since the larger the sample the more representative it will be of the population" 
(McMillan and Schumacher, 1997, p. 172). Table 4 represents the frequency of firms 
selected for survey after a randomly selecting 20% of the employer population in Southern 
Nevada. The frequency of returned surveys included 415 respondents (see table 5). 
Returned surveys represented 1.7% of the entire population of Southern Nevada 
employers.
Data collected from the returned questionnaires were coded and entered into the 
Statistical Program for the Social Sciences (SPSS, 1997) for a descriptive analysis. 
Collected data indicated the mean, standard deviations, and range o f scores for the 
dependent variables. Data presentations were offered using relevant tables and 
appropriate narrative interpretations and have been provided to enhance understanding of 
the related material.
This chapter also presented the results and answers to the specific research 
questions based upon the design applied to the descriptive study. Data was presented in 
tables 6 through 51 as a mechanism for viewing the answers in tabular form. The data 
supported the idea that Southern Nevada employers consider the workplace basic skills 
and competencies identified by the Secretaries Commission on Achieving Necessary Skills 
(SCANS, 1991) as necessary skills and competencies for entry-level employment.
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DATA ANALYSIS, INTERPRETATION, AND RECOMMENDATIONS
Introduction
The primary purpose of this study was to describe the perceptions of Southern 
Nevada employers concerning the workplace basic skills and competencies identified by 
the Secretaries Commission on Achieving Necessary Skills (SCANS, 1991) and determine 
whether those skills were perceived to be necessary for entry-level employment. Its 
purpose was also to determine whether Southern Nevada businesses considered each of the 
SCANS (1991) skills and competencies as adequately identifying the competencies 
necessary for entry-level employment in their respective organizations. An additional 
objective was to determine whether Southern Nevada business representatives perceive 
their entry-level employees as sufficiently possessing SCANS (1991) skills and 
competencies and whether they considered those skills as necessary to their firm’s 
productivity and profitability. Finally, the piupose of the study was also designed to 
determine whether there is a difference in the importance o f SCANS skills and 
competencies based upon size and industrial classification of firms and the extent to which 
Nevada employers have implemented their own worlglace basic training programs. This 
chapter will provide an analysis and interpretation o f the data with respect to its purpose
120
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and conclude with recommendations for further research and the development of 
possible workplace basic training programs.
Methodology
This descriptive study utilized mail survey data to determine whether Southern 
Nevada employers consider the workplace basic skills identified in the SCANS (1991) 
report as necessary prerequisites for entry level employment in Southern Nevada. This 
method was chosen because surveys "are used frequently in business, politics, 
government, sociology, public health, psychology, and education because accurate 
information can be obtained for large numbers of people" and "are adaptable to a wide 
range of uses" (McMillan and Schiunacher, 1997, p. 296).
Based upon the non-availability of a suitable instnunent specific to the purpose of 
the study, an instnunent was constructed. Survey questions were drawn from the SCANS 
(1991) competency and skill listings and incorporated directly into the instnunent. Since 
SCANS (1991, p. ix) issued a challenge to "test their conclusions" without adequately 
providing a subsequent and appropriate instnunent, a questionnaire was developed based 
upon Babbie's (1995) suggested guidelines for writing effective questions. The 
questionnaire was designed to ascertain employer’s perceptions of the importance of the 
skills and competencies needed by entry-level employees.
Direct measures are generally considered a valid approach to understanding job 
skill (Spenner, 1990). Moreover, Gall, Borg, and Gall (1996) submitted that a 
"questionnaire that measures attitudes generally must be constructed as an attitude scale" 
(p. 297). Consequently, a Likert-type scale was used to measure responses because scales
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"allow fairly accurate assessments o f beliefs or opinions" (McMillan and Schumacher, 
1997, p. 256). Respondents were presented with a limited number of choices based upon 
whether employers consider the SCANS (1991) skills and competencies as necessary skills 
for entry-level employment using an ordinal scale ranging from 1 to 5. A response of 1 
equaled “unnecessary,” 2 “somewhat uimecessary,” 3 “neutral,” 4 “somewhat 
necessary,” and 5 “necessary.”
Responses to the questionnaire were received from surveys that were mailed to 
businesses in Southern Nevada from December 1998 through February 1999. A large 
sample of 4,710 employers, 20% o f  the entire employer population, was selected because 
"The general rule in determining sample size is to use the largest sample possible, since 
the larger the sample the more representative it will be of the population" (McMillan and 
Schumacher, 1997, p. 172). The sample was randomly selected from a database of 
employers provided by the Center for Business and Economic Research (1998) at the 
University of Nevada Las Vegas. There were 415 survey respondents who returned 
questionnaires (see table 5).
Interpretation o f Findings 
It is true that one of the first and most often cited reports defining the nature of 
work and the skills needed to compete in the changing workplace is the SCANS 
(Secretary's Commission on Achieving Necessary Skills) report. "Sponsored by the U.S. 
secretary of labor, the report of 31 eminent representatives of business, labor, education 
and government addressed specifically what readiness for work required " reported (Joyce 
and Voytek, 1996, p. 31). The SCANS report for America 2000, What Work Requires of
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Schools. (Secretary's Commission on Achieving Necessary Skills, 1991) identified three 
"foundation skills" (basic reading, writing, and mathematics; thinking skills; and personal 
qualities), plus five "workplace skills" related to technology, systems, information, 
interpersonal relations and use of resources. The SCANS report further defined effective 
job performance as being able to: identify, organize, plan and allocate resources; work 
with others; acquire and use information; understand complex interrelated systems; and 
work with a variety of technologies.
The primary purpose of this study was to determine whether Southern Nevada 
employers perceive the skills and competencies identified m the SCANS report as 
necessary for entry-level employment. Perhaps the most important finding involving this 
study included the answer to this question. Over 75 percent o f  Southern Nevada 
employers, when presented with this specific question, answered yes (see table 52). As a 
result, it is clear that SCANS skills and competencies are a fairly important skill 
component to entry-level employment in Southern Nevada.
Table 52
Do SCANS Adequatelv Identify Necessarv Skills for Entrv-level Emplovment
Frequency Percent Valid Percent Cumulative Percent
Valid 6 1.4 1.4 1.4
No 96 23.1 23.1 24.6
Yes 313 75.4 75.4 100.0
Total 415 100.0 100.0
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On an ordinal scale ranging from 1 to 5 with 1 equaling “unnecessary,” 2 
“somewhat unnecessary,” 3 “neutral,” 4 “somewhat necessary,” and 5 “necessary,” 
SCANS personal quality skills was found to have the highest mean (4.68) among 
respondents, followed by SCANS basic skills (4.56), SCANS information competencies 
(4.26), SCANS interpersonal competencies (4.2), and SCANS thinking skills with a mean 
of 4.1 (see table 53). Although it was a  surprise to see SCANS technology competencies 
rank relatively low with a  mean o f 3.0, it was, however, not unexpected to see SCANS 
systems competencies with a mean o f 2.95 and SCANS resource competencies (3.3) rank 
lower in relative importance. Given the more complicated nature of these proficiencies, it 
follows that resource and systems competencies are likely to be less important when 
applied to entry-level employment.
Table 53
Mean Scores of the Importance of Specific SCANS Skills & Competencies.
Competency or Skill Mean Rank
SCANS Resource Competencies 3.3 6
SCANS Interpersonal Competencies 4.20 4
SCANS Information Competencies 4.26 3
SCANS Systems Competencies 2.95 8
SCANS Technology Competencies 3.01 7
SCANS Basic Skills 4.56 2
SCANS Thinking SkiUs 4.10 5
SCANS Personal Quality Skills 4.68 1
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A closer examination o f the specific SCANS skills employers regard as needed 
for entry-level employment verses those SCANS skills employers view entry-level 
employees as currently possessing requires fiuther analysis (see table 54). After 
analyzing the data, it is apparent that the most significant difference involves thinking 
skills. As identified by SCANS, thinking skills include such elements as creative 
thinking, decision-making, problem solving, reasoning, seeing-things-in-the-minds-eye, 
and knowing how to learn (SCANS, 1991). Most notably, the study revealed that 96.1% 
o f respondents view SCANS thinking skills as needed for entry-level employment, but 
only 60% of them regard their entry-level employees as sufficiently possessing those 
skills. While 60% remains moderately high, a difference of 32.8% is rather significant.
Table 54
SCANS Skills Needed Verses SCANS Possessed bv Entrv-level Emplovees
Competency or Skill Adequately
Identify
Sufficiently
Possess
Difference
SCANS Resource Competencies 60% 53.5% 6.5%
SCANS Interpersonal Competencies 91.6% 65.1% 26.5%
SCANS Information Competencies 86.5% 63.1% 23.4%
SCANS Systems Competencies 52.8% 41.0% 11.8%
SCANS Technology Competencies 54.5% 37.8% 16.7%
SCANS Basic Skills 95.9% 68.4% 27.5%
SCANS Thinking SkiUs 92.8% 60.0% 32.8%
SCANS Personal Quality Skills 96.1% 66.0% 30.1%
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Another notable disparity exists among SCANS personal quality skills, SCANS 
basic skills, and SCANS interpersonal competencies. SCANS (1991) defined personal 
quality skills as responsibility, self-esteem, sociability, self-management, integrity, and 
honesty. SCANS also defined basic skills as reading, writing, mathematics, listening, 
and speaking. In addition, interpersonal skills have been defined by SCANS as team 
participation, teaching others new skills, exercising leadership, negotiation, and working 
with diversity. A 30.1% disparity exists between the need and possession o f SCANS 
personal quality skills with 96.1% of employers viewing personal quality skills as 
necessary for entry-level employment and only 66% regarding their entry-level 
employees as sufficiently possessing those skills, thus creating a 30.1% disparity. 
Similarly, an observable 27.5% difference exists with basic skills and a 26.5% disparity 
with interpersonal competencies.
The question remains, then, to what extent do opportunities exist to help close this 
ostensible gap? Furthermore, are employers involved in providing workplace basic skill 
and competency training on-site? This study revealed that 68.7% o f respondents have 
implemented their own workplace basic training programs. This seems to be consistent 
with United States Bureau of Labor Statistics (1994) and the National Center on 
Educational Quality of the Workforce (1995) data reporting that 71 to 81 percent of all 
employers provide some type of formal training. Organizations with training programs 
reported training an average 56 percent of their employees at a median estimated cost of 
$365 per trainee (Knoke and Kalleberg, 1994, p. 87). Farrell, Palmer, and Browder 
(1998) also noted that companies are continuing to devote more and more resources to 
worker training (p. 75) and Chisman (1989) contended that "The workplace can be an
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ideal setting for basic skill instruction" (p. 14). However, further study regarding the 
extent to which employers have gone with respect to workplace basic skill training and 
what type o f programs they have already implemented is required.
Significance o f  Studv
In addition to the fact that over 75 percent o f  Southern Nevada employers 
responding to the survey consider SCANS as adequately identifying competencies and 
skills needed for entry-level employment, it is also meaningfid to point out that 94% o f 
those respondents consider SCANS skills and competencies important to necessary for 
company productivity. Furthermore, over 94% o f the respondents also reported that 
SCANS basic skills and competencies among their entry-level employees are necessary 
to their firm's profitability. Consequently, the significance o f the study lends itself to the 
importance o f  creating SCANS related curriculum and training techniques for entry-level 
workers in the future for Southern Nevada. "A competitive advantage for our workers 
could be obtained only i f  we either embarked on a retraining program for those in the 
workforce or if  we markedly improved our school system and, through it, the 
qualifications for entering the workforce (Hunt, 1995, p. 141).
Limitations
The results o f the study may have been affected by the following limitations;
1- Studying the perceptions of southern Nevada employers regarding the 
importance of SCANS workplace basic skills was restricted to the geographic boundaries 
of Clark County and can only be generalized to the responding employers. Thus, the
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generalizability o f the findings to all southern Nevada employers and employers in other 
parts of the region or country is limited.
2- The study is also limited in that the response rate was less than 100 percent 
based upon the willingness of businesses to respond to the survey. Moreover, the survey 
may not have reached human resource managers in all cases as intended. This may have 
created a limitation where the true opinions of the company may not have been adequately 
represented.
3- It is further possible that respondents may have had pre-conceived notions about 
the much advertised "skills gap" and the educational ability of current high school 
graduates, thus limiting the objectivity of the respondent. Consequently, the findings of 
this study may be subject to other interpretations.
4- A fourth limitation involves respondents being forced to choose from among the 
alternatives provided in the survey instrument, which may have limited the quality of 
information that they were able to provide.
Conclusions
This descriptive research was designed to determine whether Southern Nevada 
employers consider the workplace basic skills and competencies identified in the SCANS 
(1991) report is necessary for entry-level employment and whether businesses in Southern 
Nevada believe the SCANS report adequately identifies workplace basic skills. Although 
the results of this research show that the SCANS (1991) basic skills are somewhat 
universal as applied to entry-level employment in all occupations, it is indeed true that 
essential skills for competitive participation in the workforce goes beyond those skills
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and competencies identified in SCANS (1991) report. Furthermore, Bailey (1997) pointed 
out that "SCANS...does not specify any particular substantive knowledge as a "necessary 
skill," since the authors envisioned that representatives of specific occupations would 
establish specific skill requirements for their occupations" (p. 15).
Although a broad set o f academic skills is essential for success in formal 
education, common sense, backed up by research (Pucel, 1995; Stricht and Mikulecky, 
1994), suggests that a much narrower subset is necessary for success in specific 
occupations, and these subsets differ according to occupation (Gray and Herr, 1998, p. 
180). Gray and Herr (1998) proposed that workforce education curriculum concentrate 
on a subset of academic skills related to specific occupations.
The essence o f a qualified workforce can be traced to the content of the 
curriculum used to train workers. Despite the continuing debate with respect to who's 
responsibility it is to train the nation's workforce (education or business and industry), the 
"pragmatist philosophy teaches that the real world is the reality that should guide thought 
and action and thus curriculum content (Gray and Herr, 1998, p. 171). In essence, the 
idea is that workforce education should be guided by the practical considerations of what 
is observable and essential to achieving the objective o f providing a qualified workforce.
Recommendations
The significance o f the study lends itself to the importance o f  creating SCANS 
related curriculum and training techniques for entry-level workers in Southern Nevada. 
Bailey and Merritt (1995) suggested that even a list o f skills as broad as the SCANS list 
cannot characterize professional work if  it remains a mere list. Moreover, the idea that
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what is taught should be guided by the practical consideration o f  what is observable 
(Gray and Herr, 1998) is important when developing skills training. Consequently, 
applied curriculum that is interactive, cooperative, and project based (Wirth, 1992) could 
help entry-level employees leam knowledge and skills that would enable them to face 
work with insight and understanding. By including skills training using SCANS as a 
benchmark, competencies can be reoriented, perfected, or used in such a way as to be 
adaptable to the diverse needs o f  the workplace.
It is therefore recommended that such agencies as the School-to-Careers 
Professional Development Center at the University o f Nevada Las Vegas' College o f 
Education consider focusing on developing a set o f workplace basic skills curriculum 
using SCANS as a model. The curriculum could be designed in such a way as to allow 
both educational institutions and business and industry alike to use it. The development of 
SCANS workplace basic skills curriculum, enhanced by employer input, would help 
ensure that what is taught included levels of essential skills like work ethics, academic 
foundations, occupational specific skills, and advanced workplace literacy skills (Gray and 
Herr, 1998, p. 189). Its availability would also better assist students in their transition 
from school to work.
With 68.7% o f Southern Nevada respondents in this study reporting that they 
have implemented their own workplace basic training programs, it is recommended that 
further research take place regarding the extent employers have involved themselves in 
workplace basic training and what type of programs employers have developed. 
Employers' traditional decisions to invest in upgrading employees' skills is based upon 
the expectations o f generating productivity, quality, and competitiveness gains for the
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organization (Becker, 1964). However, general training, for example in such easily 
portable skills as reading and arithmetic, does not allow an employer to reap the benefits 
o f improved employee productivity (Cappelli et al., 1997). Rather, an applied or 
integrated approach may be preferable because of its focus on those skills that are 
essential to success on the job (Gray and Herr, 1998).
It is further recommended that a similar study be performed involving public 
secondary education. The study should investigate the perceptions o f southern Nevada 
educators concerning the workplace basic skills and competencies identified by the 
Secretaries Commission on Achieving Necessary Skills and whether educators believe 
SCANS skills are necessary for entry-level employment. An additional objective of the 
study should determine whether southern Nevada educators perceive graduating high 
school students as sufficiently possessing SCANS skills and competencies.
Summarv
This study utilized quantitative research methodology and incorporated a 
descriptive research design that described the perceptions of southern Nevada employers 
who respx)nded to a survey regarding the importance of the workplace basic skills 
identified by the Secretary’s Commission on Achieving Necessary Skills (SCANS) 
established by the U.S. Department of Labor. The study sought to determine whether the 
SCANS skills and competencies were perceived by responding employers as necessary for 
entry-level employment. Over 75 percent o f  respondents to the survey essentially 
considered the SCANS skills and competencies as adequately identifying competencies 
and skills needed for entry-level employment in their respective business. However, the
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Study revealed a notable difference between the specific SCANS skills employers regarded 
as needed for entry-level employment verses the SCANS skills employers perceived their 
entry-level employees as currently possessing.
An additional objective determined the extent to which respondents perceived the 
possession of SCANS skills and competencies among their entry-level employees effected 
productivity and profitability. Approximately 94 percent of responding firms considered 
SCANS skills and competencies among their entry-level employees as important-to- 
necessary to their firm’s productivity and profitability.
The study further determined that a statistically significant difference (p< .05) 
between the mean scores on a standard scale of importance for SCANS skills existed 
between respondents in the retail trade sector and respondents from the finance, insurance 
and real estate sector. A statistically significant difference at the .05 level also existed 
between the retail trade sector and the service sector regarding the importance of SCANS 
skills and competencies. Finally, the study revealed that 68.7% of respondents have 
implemented their own workplace basic training programs within their own respective 
organizations.
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December 1, 1998
COMPANY NAME 
STREET ADDRESS 
CITY, STATE, ZIP
As the new knowledge economy changes the dynamics o f the workplace, the resulting demand for 
equivalent worker competency presents a problem for employees who do not possess appropriate 
skills in today's world o f  work. However, the lack o f  a universal definition o f  workplace literacy 
presents a problem for those who try to make some sense out o f  its essential meaning. Until we 
begin to determine more precisely what basic skills are important in the workplace, the issue will 
continue to remain largely misunderstood.
The School-to-Careers Professional Development Center here at the University o f Nevada Las 
Vegas is in the process o f  tackling this issue by surveying employers in Southern Nevada regarding 
the skills identified in the Secretary’s Commission on Achieving Necessary Skills (SCANS). Are 
the five competencies and three skill levels identified in the SCANS report necessary for entry- 
level employment in Southern Nevada? This is what we would like to find out and we need your 
help.
You have been selected as a member o f  the Southern Nevada School-to-Careers Oversight 
Committee to preliminarily review the questionnaire, answer the survey questions, and provide 
feedback regarding any difficulties you might see with the siuvey before we send it out to Nevada 
employers. Your responses will be held in strict confidence and no information from individual 
committee members will be released in any way.
Please answer all questions carefully, add any comments, and return the questionnaire in the self 
addressed envelope as quickly as possible. It should only take about 15 minutes of your time and 
the postage has been pre paid for your convenience.
Thank you for your willingness to help with this research. If you are interested in the study results, 
please contact otur office in May of 1999 and we will be happy to share them with you.
Sincerely,
Greg Richens 
Graduate Assistant
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January 5, 1999
COMPANY NAME 
STREET ADDRESS 
CITY, STATE, ZIP
As the new knowledge economy changes the dynamics of the workplace, the debate about 
what constitutes "necessary" worlqilace basic skills for entry-level employment has grown. 
It is almost impossible to develop proper workplace basic skills training and applicable 
education programs without an essential identification and definition of the relative skills 
in question. Although there have been various attempts to define "necessary" skills, we 
believe a more direct way to leam about the demand for workers’ skills is to ask 
employers.
Your organization has been selected from among the many Nevada businesses to receive 
this questiormaire in order to help define "necessary" basic skills for entry-level 
employment. The questionnaire should be filled out by the person in your organization, 
either owner, manager, or personnel officer, who is in the best position to determine what 
constitutes "necessary" skills for entry-level employment. Your responses will be held in 
strict confidence and no information from individual companies will be released in any 
way.
We have included a business-reply envelope for your convenience so you can return the 
questiormaire as soon as it is completed. We hope to receive your completed questionnaire 
within the next week so we can begin processing the results as soon as possible.
This research is supported by the School-to-Careers Professional Development Center at 
the University of Nevada Las Vegas. The final results should be available sometime in 
April. If you would like a copy of the results, please call us at 895-4397 in March.
Your feedback is very important and we greatly appreciate your assistance.
Sincerely,
Greg Richens 
Graduate Assistant
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Southern Nevada Business Survey
1- HOW NECESSARY ARE THE FOLLOWING COMPETENCIES TO ENTRY LEVEL EMPLOYMENT 
IN YOUR BUSINESS? Please circle your response using the following scale:
1 = Unnecessary, 2 = Somewhat Unnecessary, 3 = Neutral, 4 = Somewhat Necessary, 5 = Necessary. 
RESOURCE COMPETENCIES-Entrv-level emplovees should be able to:
1- Select goal-relevant activities, rank them,
allocate time, and prepare and follow schedules. 1 2 3 4 5
2- Use or prepare budgets, make forecasts, keep
records, and make adjustments to meet objectives. 1 2 3 4 5
3- Acquire, store, allocate, and use material or space
efficiently. 1 2 3 4 5
4- Assess skills and distribute work accordingly, 
evaluate performance and provide feedback. 1 4
(yes)
5
(no)5- Do your entry-level employees sufficiently possess these resource competencies?
6- Do the above resource competencies adequately identify the competencies necessary for 
entry-level employment in yotur organization? (yes) (no)
INTERPERSONAL COMPETENCBES-Entrv-level emplovees should be able to:
7- PARTICIPATE AS A MEMBER OF A TEAM -
contribute to group effort. 1 2 3 4 5
8- TEACH OTHERS NEW SKILLS 1 2 3 4 5
9- SERVE CLIENTS/CUSTOMERS -
work to satisfy customer’s expectations. 1 2 3 4 5
10- EXERCISE LEADERSHIP - communicate ideas to 
justify position, persuade and convince others,
responsibly challenge existing procedures and policies. 1 2 3 4 5
11- NEGOTIATE - work toward agreements involving
exchange of resources, resolve divergent interests. 1 2 3 4 5
12- WORK WITH DIVERSITY - work well with men and
women from diverse backgrounds. 1 2 3 4 5
13- Do your entry-level employees sufficiently possess these interpersonal competencies? (yes) (no)
14- Do the above interpersonal competencies adequately identify the competencies necessary
for entry-level employment in your organization? (yes) (no)
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1 = Unnecessary, 2 = Somewhat Unnecessary, 3 = Neutral, 4 = Somewhat Necessary, 5 = Necessary. 
INFORMATION COMPtTl KNClKS- Entrv-levei employees should be able to:
15-ACQUIRE AND EVALUATE INFORMATION 1 2  3 4
16- ORGANIZE AND MAINTAIN INFORMATION 1 2  3 4
17-INTERPRET AND COMMUNICATE INFORMATION I 2 3 4
18- USE COMPUTERS TO PROCESS INFORMATION 1 2  3 4
19- Do your entry-level employees sufficiently possess these information competencies?Cyes)
(yes)
20- Do the above information competencies adequately identify the competencies 
necessary for entry-level employment in yotur organkadon?
5
5
5
5
(no)
(no)
5
(no)
SYSTEMS COMPETENCIES- Entrv-level employees should be able to:
21- UNDERSTAND SYSTEMS - know how social, 
organizational, and technological systems work and
operate effectively with them. 1 2  3 4
22- MONITOR AND CORRECT PERFORMANCE - 
distinguish trends, predict impacts on system operations, 
diagnose deviations in system’s performance and correct
malfunctions. 1 2  3 4
23-IMPROVE OR DESIGN SYSTEMS - suggest 
modifications to existing systems and develop new
or alternative systems to improve performance. 1 2  3 4
24- Do your entry-level employees sufficiently possess these systems competencies? (yes)
25- Do the above systems competencies adequately identify the competencies necessary for 
entry-level employment in your organization? (yes) (no)
TECHNOLOGY COMPETENCIEIS- Entrv-level employees should be able to:
26- SELECT TECHNOLOGY - choose procedures, tools or
equipment including computers and related technologies. 1 2 3 4 5
27- APPLY TECHNOLOGY TO TASK - understand 
overall intent and proper procedures for setup
and operation of equipment. 1 2 3 4 5
28- MAINTAIN AND TROUBLESHOOT EQUIPMENT - 
prevent, identify, or solve problems with equipment,
including computers and other technologies. 1 2 3 4 5
29- Do your entry-level employees sufficiently possess these technology competencies? (yes) (no)
30- Do the above technology competencies adequately identify the competencies necessary
for entry-level employment in your organization? (yes) (no)
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2- HOW NECESSARY ARE THE FOLLOWING BASIC SKILLS TO ENTRY LEVEL EMPLOYMENT 
IN YOUR BUSINESS ? Please continue to circle your response using the following scale:
1 = Unnecessary, 2 = Somewhat Unnecessary, 3 = Neutral, 4 = Somewhat Necessary, 5 = Necessary.
BASIC SKTf J.S-Entrv-level employées should be able to:
31- Reading -  locate, imderstand, and interpret written 
information in prose and in documents such as manuals,
graphs, and schedules. 1 2 3 4 5
32- Writing -  communicate thoughts, ideas, information, and 
messages in writing; and create documents such as letters,
directions, manuals, reports, graphs, and flow charts. 1 2 3 4 5
33- Arithmetic/Mathematics -  perform basic computations 
and approaches practical problems by choosing
appropriately from a variety of mathematical techniques. 1 2 3 4 5
34- Listening -  receive, attend to, interpret, and respond 
to verbal messages and other cues. 1 2
35- Speaking -  organize ideas and communicate orally. 1 2
3
3
36- Do your entry-level employees sufficiently possess these basic skills?
37- Do the above basic skills adequately identify the skills necessary for 
entry-level employment in your organization?
THINKING SKILLS- Entrv-level employees should be able to:
4
4
(yes)
5
5
(no)
(yes) (no)
38- Creative Thinking -  generate new ideas. 1 2 3 4 5
39- Decision-Making -  specify goals and constraints, 
generates alternatives, consider risks, and evaluate
and chooses the best alternative. 1 2 3 4 5
40- Problem Solving -  recognize problems and devise and
implement plan of action. 1 2 3 4 5
41- Seeing Things in the Mind’s Eye -  organize, and process
symbols, pictures, graphs, objects, and other information. 1 2 3 4 5
42- Knowing How to Leant -  use efficient learning techniques
to acquire and apply new knowledge and skills. 1 2 3 4 5
43- Reasoning -  discover a rule or principle underlying the 
relationship between two or more objects and apply it
when solving a problem. 1 2 3 4 5
44- Do your entry-level employees sufficiently possess these thinking skills? (yes) (no)
45- Do the above thinking skills adequately identify the skills necessary for entry-
level employment in your organization? (yes) (no)
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1 = Unnecessary, 2 = Somewhat Unnecessary, 3 = Neutral, 4 = Somewhat Necessary, 5 = Necessary. 
PERSONAL QUALITY SKILLS- Entrv-level employees should be able to:
46- Responsibility -  exert a high level of effort and persevere 
towards goal attainment.
47- Self-Esteem -  believe in own self-worth and maintain a 
positive view of self.
48- Sociability -  demonstrate understanding, ffiendliness, 
adaptability, empathy, and politeness in group settings.
49- Self-Management -  assess self accurately, set personal
goals, monitor progress and exhibit self-control. 1 2  3 4
50- Integrity/Honesty -  choose ethical courses of action. 1 2  3 4
51- Do your entry-level employees sufficiently possess these personal quality skills? (yes)
52- Do the above personal quality skills adequately identify the skills necessary for 
entry level employment in your organization?
5
5
(no)
(yes) (no)
3- HOW NECESSARY ARE WORKPLACE BASIC SKILLS AND COMPETENCIES AMONG ENTRY 
LEVEL EMPLOYEES TO YOUR FIRMS PRODUCTIVITY?
53- How necessary are the SCANS workplace basic skills 
and competencies among your entry-level employees
to your firm's productivity?
54- How necessary are the SCANS workplace basic skills 
and competencies among your entry-level employees
to your firm’s profitability? 1
55- Do all of the above workplace basic skills and competencies adequately identify 
the skills necessary for entry-level employment in your organization?
56- Has your business implemented your own workplace basic training programs?
4
(yes)
5
(no)
(yes) (no)
57- Are their any additional workplace basic skills that you believe are necessary for
entry-level employment in your organization that haven’t been identified in this survey? (yes) (no)
58- If your answer is yes to question number 57, please identify them in the space provided below;
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